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Abstract 
 
Most international corporations have to adopt to the requirements of globalisation by 
working in international joint ventures or international projects outside their well known 
home markets. The successful management of projects is an essential element aiming to 
cope with the complex challenges caused by cultural factors and other influences on the 
management of projects. Especially the Middle East as a cultural region has experienced 
a dynamic growth during the last decades, as many of the countries rich in oil and gas 
have heavily invested into their local infrastructure. Besides other factors, the impact of 
national culture on project management may lead to negative influences like project 
delays and project failure, or positive influences such as an increased communication. 
Based on the Hofstede dimensional framework this thesis is designed to investigate 
which cultural factors and other factors influence the PMBoK (PMI Body of 
Knowledge) knowledge areas while delivering projects in the Middle East. This 
empirical study is using a qualitative research approach in a multiple-case study design 
analysing six projects. The results clearly show that some characteristics of the Middle 
Eastern cultural context strongly determine the applicability of the PMBoK knowledge 
areas. Especially the interrelation of individualism (IDV) and power distance (PDI) 
reveals some new perspectives for project work in this region. The two case studies 
illustrate a strong increase in power distance if the project manager and the team 
member do not originate from the same cultural background. Additionally differences in 
time perception and the characteristics of the dimension long term orientation (LTO) 
result in fundamental differences for the application of the PMBoK processes. The 
findings help to develop a theoretical framework highlighting specific influences for 
PMBoK knowledge areas. The results of this thesis may form a basis for future 
researchers aiming to develop improved models for project management in the Middle 
East or other cultural regions. Finally, the theoretical franework developed herein is 
designed to help project practitioners to gain a better understanding of the specific 
challenges while working on the Arabian peninsula.  
  
Keywords: Middle East, project management, national culture, Geert Hofstede, PMI 
project management, diverse project teams, PMBoK, cross cultural teams  
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1. Introduction 
This chapter introduces the general background of the thesis, describes the research 
problem including the research aim, research objectives and research questions. 
Furthermore, this section provides an outline of the thesis structure and briefly explains 
the methodological approach and research strategy.  
 
1.1. Introduction to the research 
The Middle East as a geographic region has experienced a strong economic growth 
during the last decades of the 20
th
 century Wells (1996). Although the countries on the 
Arabian Peninsula are remarkably diverse and have their own specific cultural 
backgrounds – next to the harsh desert climate – is a significant influence on the identity 
of their members. It is primarily for this reason that we can speak of the ‘Middle East’ 
as a cultural region which exhibits certain cultural similarities. The exploration of 
natural resources such as oil and gas has accelerated investments into the local 
economies and infrastructures Dasgupta et al. (2002). This resulted in many large scale 
projects and underlines the importance of project management in this region Rizzo 
(2012), Pacione (2005) and Abdulaal (2005) for Europeans. The influences related to 
the ethnic and regional context of the Middle East often increase the complexity for 
them, and the risk to run into project delays. Typical characteristics like the 
collectivistic preference to work with Islamic co-workers or a limited communication 
with the project manager due to the perceived distance within the project organisation 
are two examples underlining the importance to achieve a holistic understanding of 
cultural and other influences on project work in this region. Many projects carried out in 
the Middle East face considerable delays or even failure as discussed by Ochieng et al. 
(2010), Lampel (2001) and Sweis et al. (2001), whereas other publications provide 
evidence for culture related influences leading to problems during the group formation 
process and describe various communication problems like Dinsmore (2005) and 
Bhadury et al. (2000). Clearly, the Middle East is a challenging environment to work on 
projects and the potential impact for the project management practice has to be taken 
into account by project professionals. Based on the above introduction into the subject, 
one central aim of this thesis is to suggest improvements to the PMBoK (Project 
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Management Body of Knowledge) so that it accounts for the cultural context of the 
Middle East.  
 
1.2. Research rationale 
1.2.1. Addressing the research problem 
The discipline of project management is a broad field with many profit and non-profit 
organisations offering project management standards and certifications for project 
professionals. Currently, the Project Management Institute (PMI) is the largest 
organization worldwide with more than 500.000 members in 185 countries PMI (2012). 
Besides the PMI, there are many other organisations and standards such as IMPA, GPM 
or PRINCE2 as discussed Ahlemann et al. (2009). Since the foundation of the PMI 
during the 1960s in Pennsylvania, project management standards have been expanded to 
a global reference book called the PMBoK - Project Management Body of Knowledge 
(PMI, 2008), which illustrates all relevant PMI project management processes. The 
PMBoK and other international standards, however, are also contributions to an on-
going debate in the project management community resulting into continuous 
improvement and changes to the PMBoK processes. The PMI publishes and documents 
major changes are as part of a new edition. In 2013, the 5
th
 edition of the PMBoK 
becomes available to the project management community PMI (2012). Currently the 4
th
 
edition of the PMBoK PMI (2008) is used as the underlying foundation for PMI 
trainings and certifications. Although all available theories have improved during the 
last decades and an increasing number of project professionals are trained according to a 
project management standard, multiple failures or delays of projects are still reported 
from the Middle East. This fact underpins the need to critically examine the 
applicability of a generic approach to project management processes in different 
geographical regions. Some researchers confirmed the need for new approaches that 
consider the project management and cultural context. Examples for this position are 
research results by Kartam et al. (2000), Ochieng et al. (2010), Srivannboon (2006), Sui 
et al (2000) and Sweis et al (2008).  
Obviously many project management frameworks do not adequately consider 
environmental factors or elements of national culture as an important element for a 
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successful project delivery. Keeping in mind that most project management standards 
were developed in the Western World, it seems advisable to investigate the 
implementation of these standards in regions like Asia, Africa or the Middle East. 
Nevertheless, the PMBoK is the most popular project management standard in the 
Middle East as it was indicated by the numbers of PMI certified project management in 
the Countries Saudi Arabia and the UAE as presented by Bredillet et al. (2009, p.188).  
More recently the debate in the research community has increased if there is a need for 
specific project management processes taking the characteristics of the regional and 
cultural context into account, illustrated as follows. 
‘There is an urgent need for empirical work to: formalize a project management 
framework for Africa, confirm which tools and techniques of the present project 
management orthodoxy work…’ (Muriithi et al, 2003) 
As Muriithi and colleagues suggested that a specific approach for the management of 
projects in Africa needs to be developed as an integral part of theoretical project 
management frameworks, the same may be true for the Middle East as well, where the 
cultural characteristics differ strongly from those of the Western world.  
 
1.2.2. Deficiencies in current research 
Many studies conclude with the finding that there is a strong influence of national 
culture on project management processes. There are research results independent from a 
particular region exploring this phenomenon from a theoretical perspective of multilevel 
cultural influences as argued by Gallivan et al. (2005), Javier et al. (2008), Karahanna 
et al. (2005) and Srivannaboon (2006), whereas another stream of studies follows 
dimensional models to explain national culture and its impact on project management 
such as Bredillet et al. (2009), Hofstede (1983), Mäkilouku (2004) and Loosemore et al. 
(1999). Most of the mentioned studies compare two or more cultures and summarize 
cultural differences being responsible for project related problems such as project 
delays. Independent from the underlying theoretical constructs, most findings show that 
the existing project management standards disregard the need to integrate cultural 
factors into project management processes. Since project management frameworks such 
as the PMBoK position themselves as an offering of project management processes and 
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knowledge groups they should offer more generic guidance on how to work in projects 
with multiple cultures being part of the project team. 
Narrowing down the research perspective from the global level to the Middle East, only 
few studies with relevant findings could be identified; these will be discussed in the 
literature review section of this thesis. One group of studies discusses working in the 
Middle East from a general management perspective. Several examples mention 
research results such as Dadfar et al. (1992) and Mellahi et al. (2011) who analyse 
multiple projects at Multi National Enterprises (MNEs) in the Middle East and provide 
evidence for the fact that cultural influences on project management can be observed 
while working on projects on the Arabian Peninsula. Their research describes 
approaches to increase the performance by building unicultural teams instead of diverse 
teams within the project. While Dadfar and colleagues focus on the intercultural 
relations, the paper by Mellahi and colleagues expands the view by looking into the 
social diversity of different countries in the Middle East. The publication by Dadfar and 
colleagues (1992) with a focus on the Middle Eastern cultural context discusses the 
application of management standards. His research paper, which has a construction 
industry background, comes to the following conclusion:  
‘A framework needs to be developed to study the effective management of 
culturally diversified groups in construction projects.’ (Dadfar et al., 1992) 
Clearly, the above statement highlights the need to improve the available project 
management frameworks by incorporating regional influences. Forstenlechner et al. 
(2010) argue in a slightly different direction and evaluate the effects of organizations 
where MNEs employ mainly local workforce compared with companies who employ a 
diverse workforce. Forstenlechner provides guidance on how to handle such a diverse 
workforce and highlights the managerial implications for teams in the Middle East. 
Robertson and colleagues (2002) have analysed the correlation of work values by using 
cultural dimensions and provided findings for a correlation of some cultural dimensions 
with work values and beliefs of Arab workers in Kuwait, Oman and Saudi Arabia. All 
of the above papers analyse the impact of national culture on the management of teams 
in the Middle East from different perspectives and conclude that evidence suggests that 
cultural influences have to be taken into consideration. 
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A second group of studies by Al-Khalil et al. (1999), Kartam et al. (2000) and Sweis et 
al. (2008) specifically looks onto this problem in the Middle East from the project 
management perspective. Their results underline the need to evaluate the research 
problem further as the outcomes consistently illustrate that ignoring the influence of 
national culture leads to project delay and poor team communication resulting in cost 
overrun and many change requests. From the project managers’ perspective, a budget 
overrun or a project failure is a worse-case scenario. Most studies underline that more 
research is required to understand how to improve the applicability of project 
management standards especially for the Middle East. The publications by Enshassi et 
al. (1990) and Wells (1996) look into the construction industry and highlight the need 
for cross-cultural trainings and its positive effects for working on projects in the Middle 
East. Finally, they come to the assumption that cultural training is an important element 
to reduce the culture related project risks, as cultural training increases the cultural 
awareness. This brief discussion around the existing deficiencies showed that two main 
streams of research on cultural issues and project management have approached the 
research problem, where one of them is discussing results from the global management 
and national culture perspective and the other discussing findings based on research in 
the field of project management. This thesis will be positioned right at the apex of those 
two research directions. The review of the related literature is spread over the next three 
chapters and will frame the research context including the research questions and 
research objectives in more detail. The literature review is aiming to develop clear 
research objectives which will be summarized at the end of chapter 4. 
 
1.2.3. Significance of the study for particular audiences 
Following the discussion in the previous section this research is designed to contribute 
to the research gap by assessing the applicability of the PMBoK in the Middle Eastern 
cultural context with Hofstede’s dimensional framework. Only few sources reflect 
research findings with the exact same focus examples are Bredillet et al. (2009), 
Hofstede (1983) and Loosemore et al. (1999). These three studies analyse the 
implications of specific cultural dimensions for project management by using the 
Hofstede framework to assess national cultures. During the literature review the detailed 
discussion will demonstrate how these papers contribute to the research context of 
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project management or the management science, but in the end, most authors also 
emphasize that there is a clear need for more research.  
If we look into the PMBoK processes and knowledge areas there are very few links with 
national culture or organisational culture. The PMBoK processes around human 
resource management explain some characteristics of national culture and suggest that 
the project manager should establish a cohesive team and recommend developing an 
atmosphere of mutual trust and respect (PMI, 2008, p.230). Furthermore the PMBoK 
suggests being cautious when rewards are granted for team members as this may not 
work in collectivistic cultures (PMI, 2008, p.234). These statements are certainly 
important, but national culture is complex, and more characteristics than these two have 
to be considered when working in the Middle East. Other influences besides culture 
alone have been addressed in the literature already. Examples from recent publications 
in this region are the influences related to the high degree of power distance, religious 
influences on working behaviour, religious holidays and the tendency to hold long 
meetings and negotiations to build up trust. With this in mind it has to be one objective 
for this thesis to develop a framework which is based on the empirical findings and 
accounts for the specific requirements of project management in the Middle East. Such 
a theoretical framework would probably help to improve the project delivery in the 
Middle East. Project practitioners and consultants can support project managers in this 
area by providing explanations on how to use the PMBoK theory in the Middle East. 
The research community should benefit from the findings of this research such as the 
introduced theoretical model and the underlying arguments exploring national culture 
and its influences on project management.  
Finally this research aims to encourage other researchers to critically re-evaluate the 
applicability of PMI processes for other global regions and confirm or challenge the 
findings from this research. This may lead to project management processes which are 
considering cultural influences as relevant characteristic for the global management of 
projects. The identification of specific cultural factors can improve future scholarly 
work as the management of projects requires appropriate methods being suitable for 
project practitioners on the ground. Nevertheless the theoretical models have to be 
based on reliable research results and robust empirical data.  
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1.3. Purpose of this research 
1.3.1. Motivation and justification for this research 
There are three main drives for this research project:  
1. The significance to develop a theoretical framework which helps to improve 
management of projects in the Middle East 
2. The limited availability of research results explaining how cultural factors and 
other factors are influencing the discipline of project management in the Middle 
East 
3. Many delays or failures of projects on the Arabian Peninsula for which cultural 
and other factors have been identified by other researchers as the underlying 
causes 
Although the above arguments underpin the importance for research around project 
management in the Middle East, it is important to develop a theoretical model which 
can improve the applicability formal project management approaches and its chances 
for success while delivering projects in the Middle East.  
 
1.3.2. Research questions 
The central research problem is addressed through the following research questions: 
 RQ1 - How do the cultural characteristics of the Middle East influence the 
applicability of the PMBoK?  
 RQ2 – What are the root causes for project related problems in the Middle East 
from the perspective of project practitioners?  
Clearly, there is a need to examine the theoretical context and the relation of cultural 
influences to other influences on project work. After an initial review of the literature 
and many indications were found that the simple application of the generic PMBoK 
approach may fail to work. This fact underlines the need to clarify the above research 
questions. The PMBoK is only a guideline for project professionals and can be seen as a 
summary to provide useful knowledge areas and tools. Many of the PMI elements have 
been applied by project professionals and are subject to a continuous improvement 
leading to the PMI ‘good practice’ for the management of projects. Besides that, the 
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PMBoK provides and promotes a common vocabulary within the project management 
community to improve the team work and collaboration concerning project related 
topics (PMI, 2008). For the project manager, who is the person responsible to decide 
which tools and processes should be used, it is important to understand that PMI should 
not be used as a prescription for all projects, but that it is inevitable for the person 
running the project to be open to or even look for other approaches outside the PMBoK 
knowledge areas and processes which may bring the project to a success. This 
discussion shows the importance of the research questions RQ1 if the PMBoK offers 
sufficient instruments to facilitate the project delivery in the Middle East. The 
anticipated lack of coherent theoretical models for the Middle East paired with standard 
project management approaches demand a more profound analysis to formulate new 
suggestions. This thesis is designed to analyse the available research results and other 
factors which influence the project delivery in the Middle Eastern cultural context.  
 
1.3.3. Research aim and research objectives 
The research aim to analyse which cultural factors and other factors such as 
environmental conditions influence the applicability of the PMBoK for the cultural 
context of the Middle East. Furthermore this study splits the research aim down to the 
following research objectives: 
 O1 - Identify ‘cultural factors’ that influence the applicability of the PMBoK in 
the Middle East 
 O2 - Develop a theoretical model to explain the specific influences of 
Hofstede’s cultural dimensions and their characteristics for the applicability of 
the PMBoK in the Middle East 
 O3 - Understand the key challenges for project managers working in the Middle 
East through on-site visits and interviews 
 O4 - Analyse which ‘other factors’ may influence the management of projects 
based on the PMBoK in the Middle East  
Table 1 of chapter 1 shows the relation between the research aim, research questions 
and research objectives. 
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1.3.4. Research strategy and data collection  
For this type of research, there are multiple research strategies available. It is feasible to 
design this research in a quantitative setup which explores the influence of one specific 
aspect for project work in the Middle East. This could be done to validate existing 
models based on a robust dataset. Another option to conduct this research is to explore 
project management in the Middle East with a more holistic view. This could be done 
by applying a qualitative setup where the researcher collects data from multiple sources 
with the clear goal to reach a holistic understanding for the assessed context. Evidently 
this discussion encourages an interpretive approach to analyse the causal contexts in 
more detail. The limited availability of research results for project management in the 
Middle East encourages the qualitative approach for this thesis. This research approach 
will be implemented by using exploratory interviews, informal discussions and the 
attendance of project meeting, a review of project documentation and observations and 
site-visits in the Middle East. These arguments recommend a multiple case study 
approach according to Yin (2009), which allows the researcher to compare the findings, 
from multiple projects (Unit of analysis) and a cross-case analysis based on two Middle 
Eastern organisations (Cases), seems indicated. Chapter 5 will explain the selected 
research approach and methodology in more detail.  
 
1.3.5. Scope of this research 
During the planning phase of this research project, the aim was developed to work on a 
cross-industry comparison with data from at least two different verticals. Since the 
author of this thesis has worked on IT projects in the Middle East, another idea was to 
include a second industry for further data collection. Many of the reviewed sources in 
chapter 2 and chapter 3 provided examples from cross-cultural projects with a 
construction industry background. Even, some examples from the Middle East were 
identified where the authors pointed out that huge amount of funds is invested into large 
scale infrastructure projects in this region. Including the construction industry seemed to 
be a logical next step for the scope of this thesis. Working on a cross-industry 
comparison with data from two case studies seems to be a suitable research approach 
which allows a valuable contribution for many project practitioners working in the 
Middle East.  
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The scope of the study can be summarized through the following points: 
 The thesis is designed to analyse one case study with three projects having an IT 
background and one case study with three projects from the construction 
industry. 
 This scope of this thesis, the data analysis and the development of a theoretical 
framework is limited to project management processes and knowledge areas 
based on the 4
th
 Edition of the PMBoK (PMI, 2008) 
 The underlying cultural framework of this study is the based on Geert 
Hofstede’s cultural dimensions and its typical characteristics. (Hofstede, 2001) 
Hofstede and colleagues introduced the 6
th
 IVR dimension in 2010; this 
dimension was not considered being part of the analysis. The discussions around 
this decision can be found in chapter 3 of this thesis 
 The regional context of this thesis is limited to the Middle East compromising 
all countries of Arabian Peninsula as explained in chapter 2 (Bahrain, Iraq, 
Kuwait, Lebanon, Oman, Qatar, Saudi Arabia, Syria, UAE, Yemen)  
 Israel is explicitly excluded from this research, as it is the only country with a 
Jewish majority. The cultural values and religious influences in Israel are closer 
to the European and North American cultural characteristics than what can be 
found in most of the Islamic Middle Eastern countries 
 
1.4. Contribution to knowledge 
This research is designed to meet the planned research objectives as displayed in Table 
1. Additionally the contributions to knowledge can be summarized by the following 
points: 
 The results from the data analysis and cross-case comparison illustrate that cultural 
factors influence three of the PMBoK project management processes and knowledge 
areas, namely ‘Project human resource management’, ‘Project time management’ 
and the PMI process group ‘Monitoring and controlling’. The dataset indicates 
effects related to the Hofstede cultural dimensions power distance index (PDI), 
individualism index (IDV), uncertainty avoidance (UAI) and long term orientation 
(LTO) for the management of project in the Middle East 
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 The interrelation of the individualism index (IDV) and power distance index (PDI) 
reveals some new perspectives for project workers in the Middle East. The findings 
underline that the high degree of PDI may become unbridgeable due to the strong 
influence of a collectivistic tendency (low IDV) by only accepting members of the 
‘in-group’. The cultural or ethnic constellation between the project manager and the 
team member or the project manager and the project supervisor often results in no or 
limited communication during the project delivery. This effect seemed to be 
eliminated if two persons have the same cultural and religious backgrounds. 
 This thesis introduces a theoretical model in chapter 9 designed to understand the 
influence of the Hofstede cultural dimensions and other factors for the PMI 
knowledge areas ‘Project human resource management’, ‘Project time management’ 
and the PMI process group ‘Monitoring and controlling’ 
 The preparation of the empirical data collection illustrates some unique difficulties to 
gain access to Middle Eastern organisations. The results from the two case studies in 
Kuwait and Saudi Arabia may provide guidance for future research projects. 
 This thesis introduces ideas for the development of improved PMI project 
management processes by recommending changes to the PMBoK.  
 The thesis questions the generic offering presented in PMBoK and its applicability 
independently from the cultural context. The review of the related literature and the 
research results confirms that there is an urgent need to conduct more research in this 
field aiming to deliver new (blended) project management processes for the Middle 
East and other cultural contexts. 
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Table 1: Research aim, research objectives and planned research strategy 
Research problem / 
research rationale 
Research aim Research questions Research objectives Data / Information Sources of data / 
Information 
Methods for data 
collection 
Data analysis 
process  and 
techniques 
The universalistic 
approach to use PMI 
project management 
approaches 
independently from 
the cultural context 
increases the risk for 
project delay, 
communication 
problems or may 
even lead to project 
failure 
 
To analyse which 
cultural factors and 
other factors 
influence the 
applicability of the 
PMI  project 
management body of 
knowledge (PMBoK) 
for  the cultural 
context of the Middle 
East 
RQ1 - How do the 
cultural 
characteristics of the 
Middle East 
influence the 
applicability of the 
PMBoK? 
O1 - Identify 
‘cultural factors’ that 
influence the 
applicability of the 
PMBoK in the 
Middle East 
 
Identify which 
cultural factors 
influence project 
management in the 
Middle East.  
 
Relate the analysed 
data to the Hofstede 
cultural dimensions 
to describe the 
typical characteristics 
of the Middle East. 
  
Empirical data from 
projects in the 
Middle East 
Use the findings from 
the literature review to 
identify research 
results related to 
cultural factors 
influencing project 
management in a 
general context and 
specifically in the 
Middle East.  
 
Collect empirical data 
on site in the Middle 
East. 
 
The PMBoK amends 
the required theory to 
understand the 
specifics of PMI 
project management 
processes.  
Review the related 
literature and link the 
results with the 
available data from 
Geert Hofstede 
(2001), the PMBoK 
(2008) and additional 
sources which relate 
to the understanding 
of project 
management in the 
Middle East and 
national culture.  
 
Collect empirical data 
through site-visits, 
interviews, informal 
discussions, 
observations and 
review of project 
documentation. 
Use the case-study 
approach according 
to Yin (2009) 
analyse the available 
data to derive 
themes, pattern and 
develop causal 
chains.  
 
Explore how cultural 
factors influence the 
management of 
projects.  
 
Perform a cross-case 
analysis aiming to 
develop a theoretical 
model for project 
management in the 
Middle East.  
O2 - Develop a 
theoretical model to 
explain the specific 
influences of 
Hofstede’s cultural 
dimensions and their 
characteristics for the 
applicability of the 
PMBoK in the 
Middle East. 
 
RQ2 – What are the 
root causes for 
project related 
problems in the 
Middle East from the 
perspective of project 
practitioners? 
O3 - Understand the 
key challenges for 
project managers in 
the Middle East 
through on-site visits 
and interviews 
Identify information 
about project related 
problems in the 
Middle East. 
Understand which 
elements are 
challenging for a 
project manager 
working in this 
region. 
 
Analyse six projects 
(Unit of analysis) at 
two government 
organizations (Cases) 
in Kuwait and Saudi 
Arabia. Conduct 
discussions and 
interviews with the 
responsible project 
managers, decision 
makers and other 
project participants. 
 
Collect empirical data 
through interviews, 
observations and 
informal discussions 
with project 
managers and 
decision makers in 
Saudi Arabia and 
Kuwait. 
Code and store the 
interview data 
electronically to 
form the basis to 
explore other factors 
influencing project 
work in the Middle 
East. Apply the case 
study approach 
according to Yin 
(2009). 
O4 - Analyse which 
‘other factors’ may 
influence the 
management of 
projects based on the 
PMBoK in the 
Middle East 
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1.5. Structure of this thesis 
Chapter 1 provides a brief introduction into the underlying concepts of this thesis and 
introduced the research questions, research aim and objectives. The motivation and 
justification for this research project is explained, and an overview into the applied 
research strategy and methods for data collection is provided.  
Chapter 2 is the first part of the literature review. This section explains the research 
context of the Middle East in more detail. This chapter starts with the Middle East as a 
geographic and cultural region and moves on with a brief discussion of religious 
influences including a typology of projects in the Middle East. This chapter highlights 
the importance of national culture while working on projects in the Middle East.  
Chapter 3 as the second part of the literature review illustrates the available models for 
national and organizational culture.  Different perspectives and definitions of national 
culture will be introduced with a focus on cultural models using the dimensionalist 
approach. This chapter explores with the dimensionalist approach from Geert Hofstede 
and delivers arguments to use his model as a suitable foundation for this research.  
Chapter 4 as the third and last part of the literature review explains the available project 
management theory. After discussing the main profit and non-profit organisations 
offering project management frameworks, chapter 4 continues with the literature review 
and research results in the context of national culture and project management. The 
review during this chapter analyses the existing theory in this field and illustrates the 
emerging gaps in current research. During this chapter, the final research objectives are 
being developed. 
Chapter 5 describes the research design and methodology. There are various options to 
conduct empirical research focussing on national culture and project management so the 
arguments for following a qualitative or quantitative research trail are discussed to 
understand the selected approach. Besides that, the underlying philosophical, 
ontological, epistemological and methodological considerations are part of this 
discussion. Additionally the tactics for a good case study design will be manifested 
throughout this chapter, before it ends by addressing issues around the analysis and 
interpretation based on empirical data.  
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Chapter 6 and chapter 7 deliver the within case analysis and describe the difficulties to 
gain access to organisations in the Middle East. The results of each case will be 
explained in a separate chapter where the single projects are the underlying unit of 
analysis within the research context of each case. The main findings and their influences 
on project management will be explored as part of the case study analysis. The 
relationships of the cultural influences and other identified influences on project 
management are summarized for each project. 
Chapter 8 covers the cross-case analysis and the display of the results. In addition to 
that, this section summarizes the findings by introducing theoretical models to link the 
PMI project management framework with the Hofstede cultural dimensions and other 
influences. This chapter concludes with two causal models explaining the impact of 
multiple factors on project work in the Middle East. 
Chapter 9 is based on the findings from chapter 8 and continues with the development 
of a theoretical framework by including the findings from the cross-case analysis. The 
framework is described with its opportunities for project practitioners working in the 
Middle East. Furthermore, this chapter suggests amendments the PMBoK to improve 
the applicability of the PMBoK process groups and its knowledge areas for the Middle 
Eastern cultural context. 
The final chapter 10 provides the answers to the research questions and discusses the 
fulfilment of the research objectives. The limitations of this thesis are explained before 
this chapter concludes with arguments for ethical issues and the worthiness of this 
project.  Lastly this section highlights areas where it is required to conduct more 
research.  
The following Figure 1 presents the structure of this thesis and the relation of the 10 
chapters in a graphical layout. 
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Chapter 2: The research context 
Introduction into the research context of 
the Middle East, the project typology 
including the religion and history
Chapter 3: Fundamentals of culture
Review of the related literature regarding 
organisational and national culture. 
Discussion on the dimensionalist 
approach to describe national culture
Chapter 4: National culture and 
project management
Critical review of national culture and 
project management. Clustering the 
research findings by industrial areas
Chapter 6: Analysis of case A - Kuwait
Data analysis and discussion around the 
results from the case study of IT-projects 
in Kuwait
Chapter 8: Cross-case analysis
Analysis of patterns and main themes 
including the identification of cultural 
factors influencing the project delivery
Chapter 9: Theoretical framework
Crating a causal model derived from the 
emerging main themes to display the 
influences of cultural factors to the PMI 
theory in light of the literature review
Chapter 10: Conclusions , Implications 
and research results
Conclusions summarizing the findings 
for project management theory, 
limitations of this study and 
recommendations for future research
Chapter 1: Introduction
Introduction into the context of the thesis
Research problem, research question, 
research aim and research objective
Chapter 5: Research design
Philisophical considerations, design of 
the empirical data collection, discussion 
around validity, preparation for the data 
collection and the exploratory interviews
Chapter 7: Analysis of case B – 
Saudi Arabia
Data analysis and discussion around the 
results from the case study of 
construction projects in Saudi Arabia
 
 
Figure 1: Layout of the thesis including the results and main elements from each chapter 
 
1.6. Summary 
The introductory chapter 1 provided an overview of the underlying theoretical concepts 
and explained the motivation and justification for this thesis. The research aim, the 
research objectives, research question were illustrated. Furthermore a brief outlook was 
provided into the research strategy, the research context and the contribution of this 
research. The subsequent chapter 2 as the first part of the literature review will discuss 
the research context of the Middle East by providing an introduction into the history and 
religious streams of the Arabian Peninsula.  
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2. The research context 
2.1. Introduction 
This chapter 2 discusses the overall research context in the Middle East as a cultural 
region. Besides that, this section describes the types of projects which are carried out in 
the Middle East. After illustrating the research context, chapter 3 will proceed with the 
second part of the related literature aiming to discuss the fundamental elements of 
culture in more detail.  
 
2.2. The Middle East 
2.2.1. Etymology and usage of the term Middle East 
The term ‘Middle East’ was first mentioned in the 1850s by the British India office 
Beaumont et al. (1988). Later it became more popular as it was noted by an American 
naval strategists Koppes (1976) at the beginning of the 20
th
 century. The purpose of the 
term was to distinguish the area of the mainly Arabic speaking countries from the 
central Asian regions which are usually called the ‘Far East’. Since the term ‘Middle 
East’ was used strongly by Europeans during the 20th century it is often criticized as 
being ethnocentric or Eurocentric because this description compromises countries by 
simply looking at a widespread region from a Western World perspective. The term 
‘Middle East’ summarizes multiple countries by introducing one term which does not 
conceptualize the cultural and religious differences represented in this region. In 
addition to that the clarity about which countries belong to the ‘Middle East’ is often 
diffuse. Two terms are commonly used in the literature ‘Middle East’ and ‘Greater 
Middle East’ which make this definition even more difficult to dissolve. According to 
the definition of the International Monetary Fund (IMF, 2012) the term ‘Greater Middle 
East’ compromises a large region with countries like Morocco, Sudan, Kazakhstan and 
Pakistan, whereas the IMF definition for the ‘Middle East’ includes Egypt, Iran, Iraq 
and all countries on the Arabian Peninsula. On the other hand the German perspective 
mostly looks towards the ‘Middle East’ (German term: Mittlerer Osten) as only pointing 
at the countries on the Arabian Peninsula, while some sources include Turkey, Egypt, 
Cyprus and Iran (Brockhaus, 2000). Clearly, the term ‘Middle East’ is used differently 
depending on the cited source or perspective from where a person or organization is 
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looking towards this region. Nevertheless there is an intersecting set of countries for the 
term ‘Middle East’ which will be used for the purpose of this thesis. These countries are 
located on the Arabian Peninsula bordering in the north with Iran and Turkey. The 
countries captured under the term ‘Middle East’ are Bahrain, Iraq, Israel (including the 
Palestine territories), Kuwait, Lebanon, Jordan, Oman, Qatar, Saudi Arabia, Syria, 
United Arab Emirates (UAE) and Yemen. The below map in Figure 2 shows the 
Arabian Peninsula and some neighbouring countries which are typically associated with 
the term ‘Middle East’. 
 
Figure 2: The Arabian Peninsula and neighbouring countries (CIA, 2013) 
After illustrating the etymology and geographic boundaries of the region, the next 
section will take a brief look into the history, religious influences and the ethnic groups 
of the Middle East. The historic and cultural development during the last centuries is an 
integral part to understand some of the cultural characteristics of Islam and the Arabian 
Peninsula. Especially some of the religious developments during history still have a 
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strong influence on the daily business life in the Middle East and may have an impact 
for the management of projects.  
 
2.2.2. The history of the Middle East and ethnic groups 
From two thousand years ago where the higher civilizations attained their peak (Kirk, 
1964), different religious and philosophical streams started to separate groups from each 
other.  
‘There were the Hebrew prophets, the Greek philosophers and the influences 
from Christianity who all have roots in the Middle East. When around the year 
313 A.D. the Roman Empire was close to economic ruin the emperor 
Constantine established partnership with the Christian church and proclaimed 
Christianity as the official religion of the Roman Empire. During that time 
Christianity spread rapidly throughout the region, until in the 6
th
 century the 
Prophet Mohammed was born in 570 A.D.’ (Kirk, 1964) 
As Mohammed began to undergo his religious experience during those years other Arab 
thinkers followed the idea of the new religion which was centred in the city of Mecca 
and the meteoric block built into a sanctuary called the Ka’ba. In many disputes with 
the other religious groups around Mecca, Mohammed proclaimed the holy war jihad 
against the people who had rejected his teaching. This was the time (622-628) where the 
Muslims gained the upper hand and other non-Muslim groups were expelled from the 
downtown of Mecca (Medina).  
‘The sudden death of Mohammed in 632 A.D. left the Muslim community in 
confusion since he had left no successor. This was the point in history where two 
main streams of Islam unfolded.’ (Kirk, 1964)  
The ‘Sunni’ stream still follows the word of Mohammed and beliefs he is the only 
messenger of Allah, while another stream called ‘Shia’ believes in the caliphs as 
rightful successors of Mohammed spreading the word of God in the Middle East and 
many neighbouring regions. The ‘Sunni’ and ‘Shia’ streams developed over the 
centuries and mixed with other nature oriented rituals or local religions leading towards 
multiple streams within Islam in the Middle East. Before drilling down into the 
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differences of Islam and its religious streams in the next section (chapter 2.2.3) some 
more facts of the Middle Eastern history has to be discussed.  
The modern Middle East began after world war one when the Ottoman Empire had been 
defeated by the British Empire. This was the time when the region was transformed 
from a tribal region into modern countries with internationally accepted borders as 
explained by Khoury et al. (1991) by British and French representatives. These borders 
were established during the 1920s and 1930s and were mainly enforced by European 
powers. However, in spite of the national borders there are still regions which are 
dominated by tribal communities living in desert or mountain areas across national 
borders. National administration and tribal areas often were a cause for local conflicts 
until the second half of the 20
th
 century, when the territorial sovereignty became 
accepted and the national governments were able to arrange themselves with the local 
tribes. In many cases disputes have been settled by financial payments from the 
government to the tribes.  
Many Middle Eastern states have experienced revolutionary changes during the past 50 
years. The discovery of oil and gas allowed some countries to develop a modern 
urbanization and infrastructure combined with an improved healthcare and with 
educational systems (Khoury et al., 1991). Nevertheless most countries on the Arabian 
Peninsula still face the coexistence of tribal societies and emirs or rulers having 
autocratic power and veto rights in legislative processes. Due to these facts the 
processes for changes in a Middle Eastern country are often complex and slow. Besides 
that the political spectrum in the Middle East ranges from conservative monarchies like 
in Saudi Arabia to modernized societies with democratic structures, parliaments and 
well-functioning decision processes like Lebanon. Especially during the last two years 
many countries in the region faced strong changes initiated by the ‘Arab spring’ which 
started in Tunisia in 2010 and has spread out over North Africa into some areas of the 
Middle East. Still today, there are many unsolved conflicts related to religious or 
political tensions. One example is the fight against the Al-Assad-regime in Syria, where 
the ruling Al-Assad family and the mainly ‘Alawi’ administration fights a civil war 
against the ‘Sunni’ majority since 2011. In addition to this conflict there are many local 
conflicts in Bahrain and Iraq where strong tensions keep occurring between ‘Shia’ and 
‘Sunni’ Muslims. These examples are often related to the fact that the majority of the 
population inside a country does not benefit from the export of natural resources or is 
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excluded from jobs inside the government. The discrimination of one religious group is 
often facilitated by establishing power structures in which the other religious group 
holds the privileges, controls the cash flow and important political positions and has 
privileges to profit strongly from economic investments and development in the 
country.   
‘The Middle East region has gathered its fair share of coverage in academic 
literature and current news. Much of these writings concentrate on political 
turmoil and conflicts in the region.’ (Mellahi et al., 2010) 
Evidently religion is of importance in this region. Accordingly the next section explains 
the religious streams in the Middle East and some characteristics of Islam in more 
detail. During the management of projects in the Middle East, situations may occur 
when some individuals refuse to work with certain colleagues due to their religion or 
tribal origin. 
 
2.2.3. The role of religion in the Middle East 
As illustrated in the previous section, Middle Eastern cultures are heavily influenced by 
various religious streams. No matter if religion is considered being a part of national 
culture, or if it is described as a source for cultural characteristics, it cannot be seen 
separate from national culture. A brief discussion around this topic helps to create a 
more holistic view of the Middle Eastern cultural context. Islam plays an important role 
and has a considerable influence on the working environment, as there are many 
religious duties which structure the daily life of a Muslim. Religious beliefs are not 
easily or temporarily acquired or even context-bound, but they are a deep part of an 
individual’s personality and are often acquired from early childhood on, as many 
aspects of national culture are. While in Western Europe and North America the cultural 
norms and the political system mainly have a Christian background, Islam is the 
predominant religion on the Arabian Peninsula and many cultural elements of the 
Middle East are strongly related to the values of Islam and the holy Quran. Besides that, 
the influence of Islam on day-to-day matters is stronger than the influence of the 
Christian religion. One example is the duty to perform prayers five times a day, which 
imposes a pre-defined structure every good Muslim has to follow. Due to these 
examples an understanding of essential Islamic values and rules is of importance for 
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project managers and decision makers working in the Middle East. Being the core of 
cultural identity, religion can easily be instrumentalized for distancing oneself from 
other groups – by both sides – if not understood and dealt with appropriately. History 
gives enough prove of this fact. Therefore, a little excurse to this specific area seems 
legitimate. Islam means ‘the submission to God’ and every good Muslim has to follow 
the five acts of Islam which are: 
1. The ‘Shahadah’ which is the confession to follow Islam by saying a specific 
Arabic sentence 
2. The ‘Salah’ as the duty for prayer five times during the day 
3. The ‘Sawam’ for the fasting during the holy month of Ramadan 
4. The ‘Zakat’ as giving alms in the amount of a fixed portion of owned wealth 
to the poor or the spread of Islam 
5. The ‘Hajj’ as the pilgrimage to Mecca, for every Muslim who can afford it 
(Oxford, 2010) 
While the elements 1, 4 and 5 clearly do not have a direct impact for project work, 2 
and 3 do. Especially the holy month of Ramadan has to be taken into account during the 
project planning process, as it reduces the available working hours significantly.  
Most Muslim countries limit the working hours during Ramadan to less than 8 
hours by law.’ (Toda et al., 2004)  
As one consequence during Ramadan fasting the Muslim co-workers are tired during 
the day, as they are not allowed to eat and drink between sunrise and dawn. Based on 
the personal experiences of the author during Ramadan, the planned project progress 
needs to be reduced significantly as most Muslims are active during night time and rest 
during a large portion of the day. Based on these findings, a good rule of thumb may be 
the reduction of planned productive time during Ramadan by 50% of the available 
working hours. For a project running over the period of Ramadan, this has to be 
reflected in the project plan accordingly. Project managers working in the Middle East 
need to be aware of these limitations and have to respect and understand fundamental 
Islamic traditions and rules to become accepted in Muslim societies. The religious 
duties structuring the daily life as described above have to be considered for the overall 
project planning as well as cultural and other factors.  
As these religious aspects are deeply rooted to the Middle Eastern cultures, they can be 
anticipated beforehand. In spite of being a cultural element, religion cannot be 
 
22 
 
explained by most cultural models as explained in chapter 3, but it is a tradition which 
developed in the Middle Eastern culture over centuries. This fact has to be emphasised 
as it is clearly a factor which strongly impacts the project delivery in the Middle East 
but cannot be addressed by the Hofstede framework. The following citation indicates 
that Islam and the professional working environment cannot be strictly separated. 
‘Islam has a deeply rooted concern with the environment from a holistic 
perspective. There are clear principles to work out in terms of implications for 
accounting and governance following I’ jihad…’ (Kamla et al., 2006, p.260) 
Often it is required for non-Middle Eastern project workers to think differently to 
manoeuvre around cultural misunderstandings. 
‘In particular, the fact that political and religious functions are not clearly 
separated in Middle Eastern societies, this can create high risks for expatriate 
workers to misunderstand cultural norms, current forms of communication and 
the way team work can be done, if the individual looks at the Arabic culture with 
an ethnocentric view from non-Islamic countries.’ (Platteau, 2008) 
As a summary of the above discussion it became clear that the Middle East with a 
Muslim majority in most of its countries is heavily influenced by religious influences 
which have developed over the last centuries. The religious influences have to be 
considered while working on projects in the Middle East. The theoretical model in 
chapter 9 was developed for the Middle East, but it has to be highlighted that the 
framework cannot be transferred to other Muslim regions. The underlying theory and 
the framework are based on the dimensional approach as introduced by Hofstede and 
not on specific religious values. The dimensional scores for national culture are 
different in other Muslim populated countries like Malaysia (low UAI=36) and 
Indonesia (low UAI=48), whereas the scores for most of the Middle Eastern countries 
and the UAI dimension are high (e.g. Saudi Arabia high UAI=80; Kuwait high UAI=80; 
Emirates high UAI=80). To develop a project management framework which may be 
applied in Muslim countries, it would be required to isolate the similarities in religious 
values and compare them with regions where other religious values are dominant.  
The next chapter 3 will discuss the influences of national culture for project work in the 
context of the reviewed literature. Although the term Middle East was defined by the 
inclusion of all countries on the Arabian Peninsula, the country of Israel will be 
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explicitly excluded from this research. The argument is that the cultural history on the 
one hand has many common streams with the Middle Eastern history, but the religious 
values of Judaism and the national culture of Israel are in many aspects closer to the 
Western world and Christianity, than to the religious and cultural profiles of most of the 
other countries of the Arabian Peninsula.  
 
2.3. Types of projects in the Middle East 
Many countries in the Middle East have an excess of capital, but a small population. 
Examples for countries, according to the CIA world fact book (CIA, 2012), with huge 
oil and gas reserves are Saudi Arabia, Kuwait or the United Arab Emirates (UAE). 
Saudi Arabia ranks first according to the CIA world fact book (CIA, 2012) with 
reserves of more than 262 billion barrels. Within the global top 15 countries other 
regional players like Iraq (115 billion), Kuwait (104 billion), UAE (97 Billion) and 
Qatar (25 billion) can be found. Although Saudi Arabia has a large population of more 
than 26 million people, many other Middle Eastern countries have a rather small 
population compared with the financial capabilities, which can be manifested by 
exporting the natural resources. Kuwait and the UAE are examples for countries with 
small populations of around one million citizens (CIA, 2012). Due to the strong 
financial capabilities in total and per citizen, many Middle Eastern countries use their 
funds to improve their infrastructure and social welfare system. However, for multiple 
large scale projects that are necessary to create a modern infrastructure or realise other 
ambitious plans of their rulers, the number of local resources is often insufficient. In 
addition to the limited local workforce in many conservative Middle Eastern countries, 
the female citizens are excluded from or have restricted access to not only to business 
but also to daily public life. The traditional Islamic values see the men as being 
responsible for the work and financial resources whereas the female is responsible for 
the kids and the well-being of the family. Especially Saudi Arabia has established many 
regulations which exclude woman from certain areas of the business world. The fact 
that women are still not permitted to drive in the Kingdom of Saudi Arabia is one 
example of women being excluded from certain areas of the daily life.   
One conclusion of the above discussion is the fact that the oil and gas industry has a 
huge demand for external labour driven by the drilling and exploration activities, but 
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also for administrative improvements of company processes as part of IT-projects. 
Furthermore there is a huge demand for qualified workers and managers in the 
construction industry in the Middle East aiming to develop the local infrastructure. 
Therefore the next two sections (chapter 2.3.1 & chapter 2.3.2) will cast a deeper look 
into construction- and IT-projects. 
 
2.3.1. Construction projects in the Middle East 
A number of publications on international construction projects in the Middle East 
could be identified. Research results related to the construction industry should provide 
a good basis for this thesis by providing many linking points regarding the research 
objectives. As Halawa et al. (2011) concluded the construction industry in the Middle 
East is a significant driver for many large projects. 
‘The construction industry in the Middle East represents a significant part of the 
world's economy. Millions of dollars are spent each year on different 
construction projects’ (Halawa, 2011, p. 1) 
Many of the Middle Eastern construction workers were immigrants from neighbouring 
African countries (Birks et al., 1979). In recent years, the project types changed from 
purely construction related activities to technical and highly skilled IT jobs. Dubai for 
example is seeking to invest into projects like ‘internet city’ or ‘media city’ for which a 
highly skilled workforce and many expatriate workers are required. As a matter of fact 
no later than during the strong growth during the 1970s and 1980s, the region was 
forced to import labour and specialist. 
‘As most of the oil-rich countries of the Middle East have very small populations 
the construction boom of the 1970s and early 1980s not only created a huge 
market for foreign consultants and contractors, it also generated an enormous 
demand for foreign labour’ (Wells, 1996). 
As mentioned above, the project teams were typically staffed with resources from 
countries with low labour costs and regions which are geographically close to the 
Middle East. Based on the author’s experience many construction sites rely on 
personnel from Asian countries like India, Pakistan or Bangladesh or other North 
African countries like Sudan, Egypt or Jordan. After reviewing some sources regarding 
the construction industry, this impression can be confirmed. 
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‘In the early years construction workers came to the Gulf mainly from other 
Middle East states - Egypt, Yemen, Syria, Jordan. But from the mid-1970s Arab 
workers came to be outnumbered by migrants from Asia.’ (Wells, 1996, p. 3) 
Another trend were European or North American companies bringing the resources into 
the region to achieve low labour costs on the construction site, but to keep control over 
the management processes by delivering turnkey projects. 
‘[…] Most of these huge contracts were let to firms from Europe and the US, 
and it was these firms who were instrumental in bringing in Asian labour. 
Originally the main sources of Asian labour were India, Pakistan, Bangladesh 
and Sri Lanka, the countries of South Asia which were close-by and had long 
ties with the Gulf countries.’ (Wells, 1996, p.3) 
Many contracts have been awarded to these international contractors as they were also 
capable to quickly raise large project teams and move the workforce out of the country 
after the project was closed. Especially in recent years the interest to avoid a growth of 
the population with the workforce from Africa and Asia was one goal of local 
governments as they wanted to avoid cultural influences by this workforce which often 
outnumbered the own population in the country. A second instrument to keep control 
over the project was that many countries have laws and regulations which required all 
joint venture activities to be run by a local who holds a majority. Furthermore many 
permits may only be obtained by Saudi nationals, so in addition to the implications for 
the shareholder structure, there is also a requirement to implement a local Saudi 
manager acting on behalf of the company to obtain the required business permits. Due 
to these facts and many other regulations, the project sponsors and leading investors are 
often Arabic managers belonging to one of the country’s influential and wealthy 
families who are strongly investing in real estate, the infrastructure sector or other 
import and export joint ventures with foreign corporations. To look for results regarding 
the influence of national culture on project management, a review of recent findings is 
required to understand if construction projects face project delays and other culture 
related problems caused by cultural factors or not.  
Re-occurring project delays were confirmed by many construction related publications. 
One good example and starting point is a study from Sweis and colleagues (2007) 
analysing the Middle Eastern construction industry. 
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‘Recent events in the Middle East region coupled with restructuring of 
economies, emergence of the World Trade organization and the rising price of 
oil are expected to yield an unprecedented growth in construction activities […]. 
One major question of concern however arises: what are the major causes of 
delays in the Jordanian construction industry and their relative importance?’ 
(Sweis et al., 2007, p.665) 
The following Table 2 shows a meta-level analysis of research findings by Sweis (2008) 
summarizing some main reasons for construction project delays in the Middle East. 
Interestingly, national culture has not been mentioned, but the presented results 
accentuate that for example change orders, slow decision making, financial problems of 
contractors, poor supervision or difficulties in obtaining a permit were identified in 
various studies as one underlying reasons for project delays. Sweis did not discuss the 
underlying root causes for these characteristics or explained links to national culture, 
but some of the mentioned causes may be related to the cultural characteristics of the 
Middle East. This assumption underpins the importance to expand the view to national 
culture as a root cause for reoccurring patterns and use that to question the applicability 
of standard project management processes for the Middle East. 
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Table 2: Summary of causes for delay Middle Eastern construction projects (Sweis et al., 2008) 
 
More examples for the analysis of project related problems are the publications by 
Abdelsalam et al. (2009) who analysed the Dubai construction industry and indicated 
that project failure costs due to weak project quality management are estimated being 
around 7% of the overall project costs. Assaf et al. (2006), who analysed 76 projects in 
the Middle East, found evidence that project delays were often caused by change orders 
projects in the Middle Eastern construction industry. A paper by Lampel (2001) looked 
into the overall project setup and discussed the frequent involvement of EPC companies 
(Engineering Procurement Construction) in Middle Eastern and African (MEA) 
construction industry.  These companies have a business model to move into a region 
with a team of project managers and project resources. Their goal is to deliver quick 
results in large scale international construction projects. Based on a case study at Stone 
and Webster (US-based EPC Company), the authors analysed profit and loss by region 
and came to the conclusion that during 1999 the company had a huge contract backlog, 
but operative loss of $59.3 million. The projects in the Middle East and Africa (MEA) 
region contributed largely to the loss with $170 million. One of the identified reasons 
for this finding was the lack of cultural competences among their staff. Another reason 
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mentioned by Lampel was the weak ability to manage diverse project teams. It seems 
obvious that in less developed regions the project risks are higher compared with 
projects in the companies’ home markets. The paper mentions different approaches to 
mitigate the risk of high project losses in diverse and international projects. One of its 
suggestions is a clear focus strategy, which means that the EPC Company has to decide 
if they have the required core competencies to manage projects in certain international 
markets. This paper provides some interesting facts, as it clearly underlines that the 
challenges in the Middle East are very different from working in other regions and 
imply higher risks for EPC companies than projects within their home regions. 
Reflecting these findings in the context of the research objectives, it provides clear 
evidence for the need to work on new approaches to manage projects in the Middle 
East. Even well-established project companies as analysed in the case study from 
Lampel have difficulties if they simply apply what works successfully in other regions. 
In addition to that, Lampel (2001) highlights that project related problems are often 
caused by cultural misunderstandings. This finding underlines the fact that ethnocentric 
views on project management approaches increase the probability of a project delay or 
project failure. There has to be a next step beyond the routine project management 
standard to become a successful project manager in the Middle East. Regarding the 
research question and the research objectives, the outcomes show that in the 
construction industry influences caused by national culture can be identified, that are 
leading to project delay and project problems. Besides the cultural challenges, there are 
other factors and complex local rules and regulations an investor has to follow. The next 
section (chapter 2.3.2) will take a deeper look into the nature of the IT industry in the 
Middle East aiming to seek for similarities and differences in the project typology. 
 
2.3.2. Information technology projects in the Middle East 
The global trend for multinational corporations and an increasing number of joint 
venture projects result into a large amount of projects within the information technology 
(IT) sector. Many corporations have to consolidate the decentralised market information 
of their worldwide subsidiaries at one place to enhance the ability of the organization to 
exchange information quickly e.g. via Email and other electronic channels. By looking 
at the Middle East, the local laws and regulations often demand to setup joint venture 
structures with local partners to reach the local market demand. This is especially true 
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for the Middle East, where it is strongly enforced to set up joint ventures with US based 
and other international IT firms. A recent statistic from the Middle Eastern recruitment 
portal bayt.com shows the top three industries who are currently recruiting project 
managers:  
1. Banking  
2. Information Technology & Telecommunication  
3. Construction  
(Bayt, 2012)  
The fact that the above industries are strongly hiring management positions suggests the 
analysis of the IT/Telecommunication branch in addition to construction projects for the 
results of the thesis to be representative for a majority of projects. With the selected 
cases for the empirical fieldwork, two of the top three hiring industries in the Middle 
East are represented. In addition to that some scholars presented findings related to IT 
projects in the Middle East. Haveluk et al. (2004) describes a case study from Kuwait, 
where a big data mining project was delivered. During their discussion, the long 
duration of this large scale IT project was described and the typology of the project was 
explained. Straub et al. (2001) looked at five Arabic countries and developed a model 
on how information technology and IT adoption in Middle Eastern projects are handled.  
As this section aims to illustrate the research context for IT-projects in more detail, the 
paper from Gallivan and Srite (2005) offers a good starting point. It already became 
clear that research on IT projects in the Middle East seems to be under developed. The 
study by Gallivan and Srite (2005) looked at many studies on IT adoption and showed 
only few with a Middle Eastern focus. Their meta-analysis in   
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Table 3 of the available research results in the field of information technology covers 
multiple results with a global background. Only few studies were identified in the 
Middle East. As part of their meta-analysis only four papers were mentioned with a 
regional focus on the Middle East.  
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Table 3: Studies assessing information technology projects in the Middle East (Gallivan & Srite, 
2005) 
Author / Year Cultural framework Background of the 
study 
Cultural groups 
analysed 
Hasan and Ditsa (1994) Hofstede plus 3 other 
cultural characteristics 
IT adoption in general, 
field study for Africa 
and the Middle East 
7 firms from the Middle 
East and 3 in Africa 
Hill et al. (1998) Theory of cultural 
constants (Ein-Dor, 
1992) 
Analysis of focus 
groups and interviews 
with Arab IT 
professionals 
Egypt, Jordan, 
Lebanon, Sudan, Saudi 
Arabia 
Rose and Straub (1998) TAM (Davis et al, 
1989) 
IT adoption in general 5 Arab countries 
Straub et al. (2001) Develops and tests a 
new model based on 
cultural influence 
IT adoption in general 5 Arab countries where 
the theory was tested 
Since the authors have reviewed more than 50 publications with a focus on cultural 
issues and IT, the limited number of publication underlines two arguments. Research 
related to IT project in the Middle East is underdeveloped as only few studies looked 
specifically on the IT and its link to cultural characteristics. Although multiple search 
engines were accessed no further publications or statistics could be retrieved covering 
IT-projects in the Middle East.  
As one conclusion for IT-projects the above findings show that there is a gap in 
the literature with research focussing on IT projects and the influence of 
cultural factors on project work in the Middle Eastern context.   
Another central conclusion by Gallivan and Srite is: 
‘If researchers were to explicitly capture data and analyse the specific cultural 
attributes that are assumed to be responsible for the observed differences 
between groups, several benefits would occur, including greater statistical 
power and clearer link between the social identity attributes…’ (Gallivan and 
Srite, 2005) 
The statement shows that regarding culture and IT, many theoretical constructs have 
been used for the analysis. This results into the problem that each cultural model 
introduces a new perspective on national culture, without ever relating to an appropriate 
common foundation providing a link to previous research findings. Finally the inquiry 
of results comparing the different studies becomes overly complex and linking the 
findings with each other is nearly impossible. Therefore Gallivan and Srite conclude:  
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‘Answering research questions with cultural implications in the IT field is a slow 
business.’ (Gallivan & Srite, 2005)  
The authors see a clear need for more empirical findings to produce a comparable 
common foundation for cultural characteristics. In light of the IT industry being one 
major driver for projects in the region, this underdeveloped area urges for more 
empirical research to be done. Regarding the underlying cultural framework their paper 
encourages other researchers to follow the Hofstede approach and discuss findings on 
this common basis. By using Hofstede’s cultural dimensions, at least one fixed aspect 
can be created to understand the applicability of project management processes in the 
Middle East. Nevertheless, the recommendation to apply the Hofstede framework has 
many disadvantages according to the controversial discussion on its reductionist view 
on culture. This dissent is illustrated by Ford and colleagues (2003) who are critically 
discussing the nature of information systems in the context of cultural dimensions from 
Hofstede’s research. Ford and colleagues scrutinise the possible over-reliance on 
Hofstede’s dimensions and characterisation of culture in IS research. Nevertheless, they 
also point out that cultural dimensions can help to accelerate the analysis process 
regarding national culture influences on project management, no matter if the occurring 
influences are analysed in the IT field or in other industries. This general discussion 
opens the perspective on the currently available research in the information technology 
field and has to be expanded further. Both positions will be carried forward and 
discussed in light of the literature around national culture and project management in 
the chapters 3 and 4, before a decision for a cultural model has to be made. 
 
2.4. Summary 
As discussed at the beginning of this chapter, the Middle East is a region where religion 
and national culture influenced the historic development from of a tribal region to 
modern territorial countries with different political systems and religious streams. Until 
today many of the local conflicts arise between followers of the two main streams of 
Sunni or Shia Islam. From an economic perspective many countries face the situation 
that well-qualified resources for the industrial development are lacking, but abundant 
financial resources are available. Furthermore, the discussion throughout this chapter 
with findings from two important industries clearly show that many projects face 
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problems such as project delay, communication problems or even failed projects. 
Evidence suggests that some of the mentioned problems are related to environmental 
factors, but many research results clearly showed that cultural factors may have an 
impact on project management in the Middle East. Thus, the discussed findings lead to 
the following preliminary research objectives: 
O1* - Identify cultural factors that influence the applicability of the PMBoK in 
the Middle East 
O4* - Analyse which other factors may influence the management of projects in 
the Middle East 
O3* - Understand the key challenges for project managers in the Middle East 
These objectives are preliminary as the discussion around the project management 
framework and models to describe culture are part of the subsequent chapters. In this 
chapter, it became clear that cultural characteristics have an impact on project work, but 
the question is which theory can be applied aiming to alleviate project related problems. 
As a logical next step, it is required to find a suitable cultural model which can be 
carried forward to identify cultural factors and other factors with an impact on project 
management. Based on this discussion the following fourth preliminary research 
objective is introduced: 
O2* - Develop a theoretical model to explain the cultural influences on project 
management frameworks 
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3. The fundamentals of culture 
3.1. Introduction 
The preceding chapter 2 as the first part of the literature review positioned the thesis 
within its research context and looked into the history of the Middle East and the project 
typology in this region. This chapter 3 as the second part of the literature review sets the 
basis for the discussion around cultural constructs and research results to deal with 
cultural differences, followed by chapter 4 with an analysis of research discussing the 
impact of national culture on project management. As this research is focused on the 
intersection of research on national culture and research on project management, this 
logical sequence for the literature review is designed to create a step by step 
understanding of the underlying theory regarding national culture and project 
management including a summary of the existing research gaps.  
 
3.2. Structuring the literature review process 
Based on the discussion of research results regarding construction projects and IT-
projects in the Middle East in chapter 2, the following keywords framed the search 
process to identify relevant sources related to the research overall research context:  
Project Management, National culture, Middle East, Project delay 
Various combinations of these keywords and similar search strings were applied on 
three scientific search engines Proquest.com, Sciencedirect.com and 
Googlescholar.com. Defining suitable keywords is an important task to get hold of 
publications contributing to the research objectives and research aim. During the 
literature review groups were built around clusters to structure the review process. The 
chapters 3 and 4 discuss papers with relevance in the following logical order: 
Chapter 3: National culture and organizational culture 
Chapter 4: Project management and national culture 
Each chapter will summarize the main findings for the related research objectives. At 
the end of chapter 4 the final research objectives and research questions will have 
emerged from the review and discussion in the context of the literature. 
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The more recent research findings were identified published in academic journals. 
Interestingly most of the retrieved sources discussing this topic were published after the 
year 2000. This highlights that the area of research concerning the impact of national 
culture on project management processes is a recent research stream. Another finding 
was that only few publications were identified which specifically analysed the Middle 
East in the context of project management. This clearly shows a research gap, where 
this thesis is designed to provide a contribution. Besides that the review of the literature 
showed that there are only few publications available linking cultural dimensions with 
the discipline of project management. This indeed is the second gap where this thesis 
should contribute. Other authors underlined this need to perform more research in this 
area of research (e.g. Shore et al., 2005). 
‘While no study has specifically identified and linked cultural dimensions with 
project management issues, there have been a few studies that have addressed 
the cultural issue.’ (Shore et al., 2005, p.56) 
Erikkson and colleagues (2002) summarize: 
‘While there have been many studies that address culture’s role in management, 
there is very little literature addressing culture’s role in the project management 
process.’ (Eriksson et al., 2002) 
The following section (chapter 3.3) will discuss the differences of national culture and 
organizational culture. 
 
3.3. National culture and organisational culture 
To understand culture’s influence on working processes it is required to start with one 
fundamental question: What is culture?  
There are numerous perspectives on culture, such as the one on national culture (NC) or 
on organisational culture (OC), which are discussed in the existing literature. The 
general concept of culture is described by Schein, who defines culture as:  
‘The sum total of all the shared, taken-for-granted assumptions that a group has 
learned throughout the history.’ (Schein, 1985, p.29) 
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This definition includes concepts, values, and norms only, it is non-materialistic. Other 
definitions include behaviour itself next to its underlying schemata. The definition of 
the UNESCO introduced by Raymond Williams is one example for those wider ones.  
‘Set of distinctive spiritual, material, intellectual and emotional features of 
society or a social group, and that it encompasses, in addition to art and 
literature, lifestyles, ways of living together, value systems, traditions and 
beliefs.’ (Williams, 1958) 
Obviously, this definition applies to societies or larger ethnic groups only, as it refers to 
realms of life such as art and literature. Similarly, national culture is defined by 
anthropologists like Clifford Geertz as  
‘An historically transmitted pattern of meanings embodied in symbols, a system 
of inherited conceptions expressed in symbolic forms by means of which 
individuals communicate, perpetuate and develop their knowledge about and 
attitudes toward life’ (Geertz, 1973, p.89) 
However, no matter which definition is followed, they all include elements that are not 
directly observable by the researcher and are difficult to assess empirically. It is those 
elements, though, that are of special interest when trying to understand problems while 
experiencing intercultural project work, as they provide the underlying conceptual 
system to the visible elements. They also occur in smaller groups, such as companies, 
which are embedded elements of a society. Even if they are global players, the national 
branches differ in certain cultural aspects. Organisational culture takes on a lot of 
features of national culture even in joint venture projects or other cases in which 
international team members are included.  
 
3.3.1. Cultural spheres and layers of culture 
Karahanna and colleagues (2005) have developed the virtual onion model to explain the 
different layers of culture explaining the interrelation of NC and OC. Their model in 
Figure 3 shows that the inner layers of culture like individual or group culture layers are 
embedded in additional layers such as organisational, professional, national and 
supranational layers. Karahanna and colleagues concluded that the various levels of 
culture are interacting with each other and shape a specific behaviour.  
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Figure 3: Model for the interrelated spheres of culture (Gallivan and Srite, 2005, p.301 adapted the 
figure from Karahanna et al., 2005, p. 7) 
However,  the fact that there are mergers of multinational companies, in which a distinct 
OC develops over time and across borders, provides an indication that this assumption 
is misleading or at least does not cover all aspects of culture or all varieties of 
organizational and other smaller cultures. Furthermore, it is assumed that cultural 
features that are due to organisational culture are certain forms of behaviour – especially 
concerning interpersonal communication – in connection with symbols and rituals that 
are rather minor fractions of everyday life, such as the way people greet each other in 
the morning, which is also a ritual, or unspoken rules about who makes the coffee and 
when or how to dress. Researchers have come up with many categories to describe the 
complexity of cultural differences, and within these categories numerous differences 
have been identified which can play a role for project management processes. There is 
some need for further differentiation. Separating the layers of culture from each other is 
difficult leading to a high degree of complexity which is helpful for the aim of this 
research. There have to be other options to define and understand the relation of cultural 
factors for the management of projects. 
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3.3.2. National culture and global management 
The cultural layer in International Joint Ventures (IJVs) expands the complexity of 
potential challenges while handling requirements from international users and the need 
to form a well-functioning project team with IT professionals, business specialists, 
project team members and other stakeholders. Joint venture projects are often deployed 
and managed without considering national culture as an important factor.  
‘A first stream of research considers that management has nothing to do with 
national culture: it is governed by objective practices and autonomous actors 
(Waterman, 1982) 
This attitude is often criticised, as this ethnocentric and universalistic management 
approach does not reflect specific project conditions and may result into problems if the 
project needs to be staffed with a skilled workforce, as it is required in most large 
projects. Well qualified workers can often choose which project they are willing to 
work on and are not dependent on projects with poor management conditions. 
‘This universalistic current is criticized because it cannot make a distinction 
between a universal and a dominant form of management.’ (De Bony, 2009) 
Thus national culture has been chosen as the key element of this research bearing in 
mind that individual behaviour may not be derived simply from a certain nationality, 
but can be influenced by the professional work environment or the organisation where 
the project takes place. So in order to gain an understanding of what fits in with a given 
culture and what cannot be implemented or will not be accepted it is necessary to go 
beyond the obvious details and understand the impact of deeper lying norms, values, 
ideals, and taboos within the organisation. In the Middle East, as was said before, this 
can only be accomplished in a satisfactory way if the impact of religious norms as part 
of that culture is fully understood as these norms are often unconscious and therefore 
even more influential, because people cannot easily reflect and overcome them. And at 
the same time, for the results to be useful for future predictions on people’s reaction to 
project management methods, it is necessary to go beyond the specific organization and 
identify similarities that are specific on a national or even broader level.  
The differences between OC and NC need to be clearly separated from each other. An 
individual foreign to an organisational culture can acquire knowledge about those norms 
easily by observation, and as every employee has to adjust to those norms at some point 
in their adult life, they tend to be conscious so that a failure can easily be forgiven if 
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there is a legitimate reason, such as being new to the organisation. Therefore, values and 
beliefs that operate in a company and control the individuals’ behaviour would not be 
considered as OC, they represent a deeper level, often acquired from early childhood 
on. But even in the context of multinational companies, often it does not become clear 
which parts of the given culture are really national or organisational or maybe both. 
Therefore, it is widely assumed that OC is a subset of NC and the usual definitions of 
OC can be used to support this assertion:  
‘It is contended that organizational culture acts as a system of social control 
and can influence employees’ attitudes and behaviour through the values and 
beliefs operating in a company’ (Flynn et al., 2001) 
Also Reiman and colleagues provide definitions of OC pointing to a similar direction. 
‘We define organizational culture as a learned way of responding, or a solution, 
to the demands of the organizational core task’ (Reiman et al., 2005) 
The definitions clearly limit the aspects of OC to those that are actually relevant within 
the organisational context and cannot necessarily be transferred to other social systems, 
since what unites and triggers them is their common function to serve an organisational 
core task.  
A publication by Milosevic (2001) recommends developing a culturally responsive 
strategy for project management processes. The unicultural approach can be one 
strategy to deal with projects. This is the perspective of seeing project management as a 
tool which does not adapt to cultural specific needs.  Applying this may work in some 
projects, but this approach can include a high risk of failure. 
‘An example of such strategies, unicultural PM, which appears to have a 
significant follower, ignores cultural differences. As its name tells, unicultural 
PM is associated with one culture, typically Western or US culture. Taking 
culture-free strategies for granted amid multiple cultures involved in a project 
does not have rational justification.’ (Milosevic, 2001, p.500) 
Still the question remains following these arguments, what changes have to be applied 
in the Middle East and how should national culture be taken into account to support the 
project success. The conclusion introduced by Milosevic (2001) is that there should be a 
project management strategy which deals with the specific requirement of diverse 
teams. Furthermore the author discusses that this strategy strongly depends on the 
competency of the project manager. This soft-skill may range from a low competency 
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for cultural differences up to a high competency where the project manager is capable to 
synergize with the team members. Low competency project managers need support of 
facilitators or ‘cultural translators’ which may support the project delivery. In light of 
the research aim of this thesis, the research findings by Milosevic show that unicultural 
PM as introduced by the PMI may not be applicable in regions outside the Western 
world or the US. This underlines that the planned research direction of this thesis to 
analyse the relation of cultural and other factors for the management of projects in the 
Middle East may provide a valuable contribution for project managers working outside 
these regions.  
Besides, the conclusions of Milosevic, there are researchers who have carried out 
experiments in with student workgroups to simulate cultural differences. The 
eOrganization exercise (Humes et al., 2008) and the study of Bhadury and colleagues 
2000) are examples explaining the theory derived from the models of (Hofstede, 1997; 
Trompenaars, 1994) to perform an experimental exercise with MBA students and to 
simulate teamwork in culturally diverse teams in a fictional multinational project. The 
eOrganization experiment is very application-oriented and practical training for students 
and can help them to understand the implication of different cultural perspectives and 
their impact on project work in diverse teams. The experiment is based on a simplified 
model with five cultural dimensions which are related to those of Hofstede. Best 
practices and other tools are provided to the students to increase the project’s success. In 
light of the research aim, simulated scenarios may help to understand cultural 
differences, but it can be doubted that the complexity of national culture can be 
simulated by working with a group of students. There may be a good chance to 
highlight the effects for cultural differences to students and to create cultural awareness, 
but analysing the cultural impact of the Middle Eastern cultural context for project work 
needs to be part of a robust empirical research project aiming to fully cover the effects 
of specific cultural characteristics for the PMI approach.  
A paper by Hunt (2000) was using the Hofstede approach to understand the effect of a 
cultural framework on project management. In this theoretical discussion, Hunt claims 
that national culture influences business culture and that business culture impacts the 
project work. This study used a reduced set of factors from the PMBoK to explain the 
effect of cultural characteristic to the project management discipline. The findings have 
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limitations as it is not clear on what data the discussion is based on. The author himself 
explained that his publication was just an initial assessment based on a limited set of 
analysed sources. Nevertheless, Hunt is a good example for researchers aiming to 
analyse the impact of national culture on the PMBoK. The paper underlines that there is 
an existing gap in research around PMI project management and the influences 
described in Hofstede’s cultural model. This clearly is an encouragement for the 
research direction as it was formulated during the research aim and the related research 
question RQ1.  
Before finalizing the research objectives, another interesting study with references to 
the dimensionalist approach was done by Muriithi & Crawford (2002) has to be 
discussed. Their publication investigated the applicability of project management 
approaches in Africa. The research subject is close to the preliminary research objective 
O1* to understand factors influencing the applicability of project management 
approaches in the Middle East. The authors raised the question which elements of 
project management are being influenced by the cultural context in Africa? The cultural 
differences throughout this research design are analysed based on the cultural 
dimensions of Geert Hofstede. Clearly, this underlines the requirement for further 
rigorous research projects in this area. Hunt concludes: 
‘Most of the project management disciplines are likely to be affected by cultural 
aspects of international participants’ (Hunt, 2000, p. 322) 
As one conclusion for the discussion regarding the review of the literature, two 
questions still remain; 1. How the project manager may respond to these culturally 
diverse settings? and 2. Which strategies can be developed looking at project 
management processes to cater for the Middle Eastern regional requirements? There is, 
however, a need for more empirical research and more mature models to analyse which 
factors influence project management processes in the Middle East as it was introduced 
in chapter 1 through the research objectives. The following section will introduce three 
dimensionalist approaches for NC that are discussed in the literature and might be 
useful for the identification of national culture elements as reasons for challenges in 
project management practice. Due to this it is required to take a look into an interesting 
theoretical model which is known as the dimensionalist approach to define national 
culture.  
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3.4. Discussing cultural models to analyse the impact on project 
management 
3.4.1. The dimensionalist approach to describe national culture 
One researcher who is cited frequently in the management literature and research on 
national culture is Geert Hofstede, a Dutch scientist and former IBM employee. 
Hofstede was the one who came up with a well-known definition of national culture 
which shows his professional IBM information technology background. 
‘The collective programming of the mind distinguishing the members of one 
group or category of people from another.’ (Hofstede, 1980) 
He has contributed to the existing literature with a model of cultural dimensions to 
define culture. During the 1960s and 1970s Hofstede had the chance to conduct multiple 
series of surveys with an large empirical basis comprising more than 100,000 completed 
questionnaires (Hofstede, 1980). As a result of his first study Hofstede created a 
framework with four independent cultural dimensions. Each dimension stands for 
typical behaviours which are dependent from the score of this bipolar cultural scale. The 
cultural dimensions are widely used and may provide a potential basis for the 
identification of cultural factors that influence the applicability of project management 
processes. The four non-correlating dimensions are:  
1. Power Distance Index (PDI): 
Power distance is the extent to which the less powerful members of organisational, 
institutional, and family structures accept and expect that power is distributed 
unequally.  
2. Uncertainty Avoidance Index (UAI) 
Uncertainty avoidance deals with a society's tolerance for uncertainty and 
ambiguity. It indicates to what extent members of a culture feel either 
uncomfortable or comfortable in situations with a high degree of uncertainty. 
3. InDiVidualism vs. Collectivism (IDV)  
Individualism on the one side versus its opposite, collectivism is the degree to which 
individuals are integrated into groups. On the individualist side we find societies in 
which the ties between individuals are loose: everyone is expected to look after 
her/himself and her/his immediate family. On the collectivist side, we find societies 
in which people from birth onwards are integrated into strong, cohesive in-groups, 
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often extended families which continue protecting them in exchange for 
unquestioning loyalty. 
4. MASculinity vs. Femininity (MAS) 
Masculinity versus its opposite, femininity refers to the distribution of emotional 
values for any society. Femininity means the dominant values in society are caring 
for others and quality of life, while in masculine societies the dominant values are 
achievement and success. 
During a subsequent research project among students from 23 countries led by Michael 
Bond under the participation of Hofstede in 1991, a fifth dimension called long term 
orientation (LTO) was identified and added to the Hofstede framework (Hofstede, 
1997). The fifth dimension was described as follows: 
5. Long-Term Orientation vs. Short Term orientation (LTO) 
Long-term oriented societies foster pragmatic virtues oriented towards future 
rewards, in particular saving, persistence, and adapting to changing circumstances. 
Short-term oriented societies foster virtues related to the past and present such as 
national pride, respect for tradition, preservation of "face", and fulfilling social 
obligations (Hofstede, 2010) 
Based on a recent research project led by his son Geert Jan Hofstede and Michael 
Minkov a sixth independent dimension could be identified. This is the most recent 
discovery of a cultural dimension which has expanded the dimensional framework once 
more (Hofstede et al., 2010). This new 6
th
 dimension is called ‘indulgence versus 
restraint’ (IVR) and can be characterized as follows: 
6. Indulgence vs. Restraint (IVR)  
Indulgence stands for a society that allows relatively free gratification of basic and 
natural human drives related to enjoying life and having fun.  Restraint stands for a 
society that suppresses gratification of needs and regulates it by means of strict social 
norms. (Hofstede et al., 2010) 
 
3.4.2. Understanding the Hofstede cultural dimensions 
By measuring the differences between cultures through a national culture’s profile and 
the mentioned dimensions, we may find explanations for characteristic behaviour of 
culturally diverse groups. In Hofstede’s book Culture’s consequences (Hofstede, 2001), 
Hofstede provides lists of typical behaviours according to the score of each respective 
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dimension. He describes what these findings imply for school, work or home situations. 
The scores are displayed on a numeric scale which ranges from 0 (low) to 120 (high) as 
the maximum score. Scores around 50-60 are considered medium scores, whereas 
scores below 50 are considered being low and scores above 60 are perceived as high 
scores (Hofstede, 2001). The summary of scores for all dimensions results in the 
cultural profile for a specific country as displayed in Table 4. Since LTO was added to 
the Hofstede framework more than 10 years later, many Middle Eastern countries do 
not have this score available yet. Since most of the scores in Table 4 point to a similar 
direction, the following analysis will be based on a low LTO score for the Middle East. 
Table 4: Hofstede cultural profiles for selected Middle Eastern countries (Hofstede, 2001) 
* Scores for LTO in Kuwait, Saudi Arabia and the Arab world average are assumed to be low. 
Country / Hofstede Index Saudi 
Arabia 
Kuwait Arab 
world 
Jordan Syria 
PDI (Power distance Index) 95 (high) 90 (high) 80 (high) 70 (high) 80 (high) 
LTO (Long Term Orientation) N/A (low*) N/A (low*) N/A (low*) 35 (low) 30 (low) 
UAI (Uncertainty Avoidance) 80 (high) 80 (high) 68 (high) 65(high) 60 (high) 
MAS (Masculinity / Femininity) 60 (high) 40 (low) 52 (med) 45 (low) 52 (med) 
IDV (Individualism 
/Collective.) 
25 (low) 25 (low) 38 (low) 30 (low) 35 (low) 
(Score adopted from Hofstede, 2001) 
Based on Hofstede’s interpretation, it is important to understand typical characteristics 
for a specific dimension assigned to a low or high score. If for example, the dimension 
PDI is scoring high, this means that the majority of individuals in this society (country) 
can be expected to behave according to certain typical characteristics. Due to the fact 
that all scores are a calculated statistical mean, they may be used for an analysis on 
larger groups of individuals (samples) which have the same cultural background. 
Therefore an analysis of a small team with few individuals and a diverse background is 
not possible, as the Hofstede score cannot be used to prognosticate the behaviour of 
individuals. Nevertheless, it is possible to assess the individuals’ cultural profile by 
applying the questionnaire to the individual person and derive conclusions based on the 
Hofstede model for a specific project situation. So it is important to understand the 
cultural model before applying it in the project management context. But once it is 
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understood, it can be applied individually so that there is no need for assuming that 
individuals behave according to certain scores of national cultures. 
As mentioned before, the work from Geert Hofstede has been cited frequently as 
displayed in Table 5. Since the publication of his first book in 1980, the number of 
citations increased strongly until 1998. Business related research adopts the Hofstede 
model more frequently than research in the field of anthropology and sociology. Only 
48 citations have been used for the group anthropology ad sociology compared with 
1706 citations for all other sciences.  
Table 5: Citations of Hofstede’s work between 1981 and 1998 (Baskerville, 2003, p. 4) 
 
This is a clear reference point that anthropologists and social scientists look for a more 
holistic perspective on national culture and are cautious to use dimensional approaches, 
as introduced by Hofstede, for a cultural analysis. The target point of their criticism is 
the essentialist view on culture, which will be discussed in section 3.4.5. Despite all the 
criticism, the dimensionalist approach from Geert Hofstede motivated many other 
researchers to develop similar approaches. The following section will introduce other 
dimensionalists and their models to define national culture.  
 
3.4.3. Fons Trompenaars’ approach to define national culture 
A theory using a similar approach was developed by Fons Trompenaars, who defined a 
framework with seven dimensions describing national culture. Trompenaars was a 
student of Geert Hofstede and developed his dimensional model based on his own 
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research and assumptions. The following Table 6 shows the seven dimensions derived 
from his research. 
Table 6: Trompenaars seven cultural dimensions to describe national culture (Trompenaars, 1994) 
No. Trompenaars cultural dimension Meaning / Answers the question 
1 Universalism vs. particularism What is more an important, rule or relationships? 
2 Individualism vs. collectivism Do we function in a group or as individuals? 
3 Neutral vs. emotional Do we display our emotions? 
4 Specific vs. diffuse Separation of private and working life 
5 Achievement vs. ascription How we prove ourselves to receive status 
6 Internal vs. external control Control our environment or are we controlled by it? 
7 Sequential vs. synchronic Do things one at a time or several things at once? 
 
The definition of the dimension 2 in is very similar to Hofstede’s dimension of 
individualism and collectivism, whereas the other dimensions reflect other typical 
characteristics of national culture. Especially the perception of time within a culture as 
one important element and the ability of people with a certain national culture to do 
multiple things at once differentiate Trompenaars’ work from Hofstede’s. This approach 
had been introduced by Hall (1959) before and was incorporated as an independent 
dimension by Trompenaars. The relationship towards the control of our environment 
(No 6) is another aspect which distinguishes Trompenaars’ work from Hofstede. 
Hofstede criticised the model introduced by Trompenaars heavily, which resulted in a 
published response by Fons Trompenaars to defend and distinguish his model from 
Hofstede’s. Trompenaars explains the underlying differences in his response as follows: 
‘The differences between our approach and Hofstede’s can be summarized 
under four heads: 1. Are cultural categories linear and exclusive?  2. Can 
culture be best expressed in mathematical language?  3. Is his approach more 
empirical than ours?  4. Are there pointers to successful business practice?’  
(Trompenaars and Hampton-Turner, 1997) 
Both researchers are classified as dimensionalists since their approaches use a bi-polar 
dimensional framework to describe some key elements of national cultural. In contrast 
to Hofstede, the limitation of Trompenaars model is that it has been developed during 
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the 1990s (Trompenaars, 1993) and fewer empirical data were available, whereas 
Hofstede’s research has been used since the 1970s and provides large amount of scores 
for most countries. All scores are available on the website of Geert Hofstede (Hofstede, 
2012). As mentioned before the model of Fons Trompenaars seems to be inspired by 
Edward T. Hall and Geert Hofstede. Hall (1959) defined different attributes of mainly 
national cultures e.g. monochronic and polychronic perception of time to describe 
whether individuals have the ability to do things simultaneously (polychronic) or if they 
prefer to handle tasks sequentially (monochronic). Hall also defined the concept of 
proxemics or personal spaces, in which people’s comfort zone in terms of physical 
distance from others is measured. Further examples are the way group discussion takes 
place with a superior, or the way a person articulates a problem (Hall, 1959). The model 
of proxemics does not influence project work directly, but the time-perception clearly is 
of importance for project work. Another approach using cultural dimensions is 
described in the following section. 
 
3.4.4. The GLOBE project 
Besides Geert Hofstede and Fons Trompenaars, there is another large initiative called 
the GLOBE project which merges the work of more than 170 researchers who collected 
data from 18.000 managers in 62 countries (Deresky, 2011). The GLOBE project team, 
so far, has defined nine cultural dimensions which can have important managerial 
implications. These dimensions are: 
1. Assertiveness 
2. Future orientation 
3. Performance orientation 
4. Humane orientation 
5. Gender differentiation 
6. Uncertainty avoidance 
7. Power distance 
8. Institutional collectivism 
9. In-group collectivism 
(Deresky, 2011, p. 110) 
The dimensional definitions from the GLOBE model will not be explained in more 
detail, but it has to be mentioned that the dimensions 2 and 6-9 are closely related to the 
Hofstede framework. The GLOBE project provides cultural clusters which are based on 
a huge data set and lots of empirical work (Gupta, 2002). Interestingly the GLOBE 
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project defined one cluster which is worth looking at. The MENA (Middle East and 
North Africa) region was as one cultural cluster and there is empirical data and scores 
available. The MENA cluster compromises the following countries. 
‘The Middle-eastern cluster of the GLOBE study consisting of Egypt, Morocco, 
Turkey, Kuwait and Qatar has some commonalities in societal norms and 
practices.’ (Kabasakal et al., 2012) 
Since the definition for the research context being the Middle East in chapter 3 contains 
different countries that what the GLOBE project is using the scores and dimensions 
does not seem feasible. Turkey, Egypt and Morocco are outside the defined scope for 
the Middle East which was carried forward into this research. Furthermore the country 
of Saudi Arabia does not contribute to GLOBE scores, but is a major part of this thesis. 
Besides that, the country of Israel is included into the GLOBE research, whereas it was 
explicitly excluded from this thesis, because the religious and cultural context strongly 
differs from most other countries of the Middle East as defined in chapter 3. Due to 
these findings the GLOBE approach was not considered as a suitable option.  The 
research on cultural dimensions and the work of the GLOBE project is criticised for the 
same reasons as the work from the other dimensionalists, the main criticism being the 
reductionist view on national culture. Other sources such as Peterson and Castro (2006) 
critically discussed the over aggregation of scores to clusters, which is then defended by 
scientist like Hanges and Dickenson (2006). By designing cultural clusters which cover 
countries including Iran, Israel to the west coast of Africa (Morocco), there is a high 
risk that the combined score of this cluster is too imprecise for the analysis of the 
underlying research objectives. There were many critiques discussing that even scores 
for large countries may be unsuitable for scientific use.  
The three above models are examples from the stream of research using dimensional 
scores to describe cultural characteristics. Until today there are more than 121 
dimensional models available to describe national culture as introduced by Taras et al.  
(2005) these models are ranging from 4 up to 15 dimensions. Although there are indeed 
interesting ideas in some of these models, the Hofstede model provides the longest 
history and the largest empirical basis. The above discussion illustrated three significant 
models (GLOBE, Hofstede and Trompenaars) with its benefits. The following section 
will explain why many researchers deny working with dimensionalist approach to 
define national culture.  
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3.4.5. Critique on the dimensionalist approach and its essentialism 
The dimensional frameworks are based on quantitative models in which a national 
culture is described as the statistical mean using the numeric result which is derived 
from a set of questions. Due to this reason, many social scientists object to the 
dimensionalist approach. They differentiate between two general approaches to perceive 
and understand culture and cultural differences. Since the so called dimensionalists 
reduce the complexity of a national culture to a scale or a numeric score, social 
scientists and anthropologists criticise these approaches for reducing culture to simple 
numbers and causal factors which lead to a specific expected behaviour. This tendency 
is described as an essentialist view on culture, as it is not possible to directly apply a 
cultural dimension to an individual person or member of a team. The individual’s 
cultural identity may vary significantly from the cultural profile of the country where 
the person grew up.  On the other hand the non-essentialist view on national culture 
respects the complexity of its nature.  
‘Culture is a social force which is evident where it is significant. Society is 
complex, with characteristics which are difficult to pin down.’ (Holliday et al., 
2004, p.3) 
The non-essentialist view is the foundation for successful intercultural communication 
or group work as it requires the individual to be open to individual variety within 
cultural contexts. This attitude is the starting point to gain intercultural competence and 
to be open for a broad spectrum of various cultural influences. The risk of a pure 
‘essentialist’ view is that this viewpoint reduces the ‘others’ to all being different in the 
same way, which is often incompatible with one’s own ways, so that a member of 
‘their’ group cannot able to ever belong to one’s own group. The ‘non-essentialists’, as 
discussed by Holliday et al. (2004), argue that the same thinking pattern is leading 
towards racism or sexism, so the essentialist view is considered a rather destructive 
approach to understand other cultures.  
‘…essentialism is the ‘easy’ answer for culture’ (Holliday et al., 2004, p.2) 
As a matter of fact the approaches used by the dimensionalists are indeed simplifying 
and reduce complexity to an understandable artefact that can be taken into consideration 
when needed. Characterizing national culture is surely of a more complex nature than it 
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seems in these approaches, as some individuals are opinion leaders and personify norms 
and values of a culture in their behaviour more than others who are influenced by 
different cultures, too, or take a more individual, creative stand. This indeed may lead to 
simplistic conclusions about people and limit the view on other important aspects 
besides culture which may explain behaviour more appropriately. Also, national 
cultures are very diverse in themselves; they are closely linked to the fight for power 
between different groups with different cultural norms and values within the society and 
to economic and political conditions. They are therefore subject to constant changes. 
And then, while some aspects might change, others might prevail. For instance, despite 
the fact that in some Middle Eastern countries a tremendous change from conservative 
Islamic political environments and family systems to a more modern society is taking 
place, there are also new tendencies towards Islamic fundamentalism and segregation 
from Western cultural influences in order to protect the Arabic society, traditional 
family structures and beliefs from unwanted change (McCabe, 2009).  
But it is important to remember that any categories that are chosen to describe national 
cultures are always theoretical constructs due to the lack of direct access to some 
cultural elements. For these reasons, it must be understood that descriptions of certain 
cultures are never meant to be perfectly adequate explanations of experienced reality, 
but only constructs to provide orientation and to grasp vaguely what is perceived or to 
be expected in everyday life. They are needed for areas such as project management 
theory, and Hofstede’s descriptions of national culture are as adequate as possible as far 
as reliability, validity and objectivity are concerned.  
His approach – as well as other dimensionalist ones - helps to create specific categories 
which may help to understand some typical mechanisms. The criticism of the 
essentialist view versus a positive non-essentialist attitude is important primarily in the 
fields of psychology and sociology, where it is required to cover all possible qualitative 
and situational aspects of a relation between people and to explain a broad variety of 
interpersonal and intercultural relationships. Typically the management science and 
research in the field of project management have to look for ‘simplistic’ answers that 
may help to understand cultural differences quickly and predict group behaviour. Once 
differences can be anticipated by using a simplified model, approaches can be offered 
for teams that have certain characteristics. Another advantage of the cultural dimensions 
 
51 
 
is that they do not judge. The categories do not imply a certain score being good or bad, 
and they do not state that specific cultural profiles may be problematic for the social 
group but rather helps to gain an impartial view on different cultures in order to adapt to 
them.  
Nevertheless, the risk that the essentialist and dimensionalist approach supports a 
tendency where the search for the ‘quick answers’ masks the real root cause of an 
interpersonal or organizational challenge cannot be denied. They can only provide 
general models for the practice, while the other approaches might have to supplement 
its shortcomings in certain contexts. As in many disciplines, the key to manage a 
successful project is to find the right balance of (intercultural) sensitivity to situational 
needs and the simple, practical answers which may be helpful in a majority of cases. 
There are other critics, such as McSweeney (2002), who claim that Hofstede’s 
dimensions do not reflect differences in national culture but in company or 
organisational culture.  McSweeney highlights that the participants of all of Hofstede’s 
empirical studies were IBM employees, so most of them were well-educated with an 
information technology background, and because of that the results might tend towards 
a comparison of national culture between the different regional IBM offices.  
A similar criticism of Hofstede’s approach comes from Erez and Earley (1993), who 
doubt that employees who are socialised by IBM reflect the national culture of the 
country where the study took place. As a matter of fact, this criticism is valid for the 
large studies Hofstede has performed by using his questionnaire for IBM employees, 
but since then the results have been confirmed through other researcher who were using 
the Hofstede questionnaire with other target groups as subject of research such as Taras 
et al. (2010), Merkin et al. (2010), Randall (1993) and Merkin (2006). 
 
3.5. Selecting an approach for research on national culture and project 
management  
Despite all this criticism, the research done by Hofstede is widely used in cross-cultural 
management research. Many of the reviewed sources concluded that there is a need for 
more research to validate Hofstede’s dimensional framework in the management 
science. The dimensional model implies the risk to reduce national culture to a 
simplistic perspective, but offers the chance to understand the key cultural elements 
 
52 
 
which are important while working on projects in the Middle East. Although many 
anthropologists offer more sophisticated models to explain national culture the 
complexity of these cultural descriptions combined with project management processes 
may become overly complex. From the perspective of project practitioners and 
management researchers it is required to develop models which help to explain causal 
contexts with the restrictions of limited time and resources available for the exploration 
of culture related problems during project work. Nevertheless the applied models need 
to be valid and reliable and have to be based on the empirical results from recent 
research. The application of the dimensionalist approach in the project management 
context will allow project managers to predict what can be expected for a specific 
project situation where a culturally diverse team is working on project challenges. 
Based on the discussion in this chapter and the fact that the results of this research are 
positioned at the intersection of project management and national culture, the 
dimensional model introduced by Hofstede is a suitable approach to carry forward. 
Furthermore the following arguments supported the decision to move on with the 
Hofstede dimensional framework: 
1. The large empirical basis combined with an available dataset for Middle Eastern 
countries  
2. Many related research projects are using the Hofstede framework, so this 
common basis may be used to extend the project management theory 
specifically for the Middle East.  
3. The management science often uses the Hofstede framework, because managers 
need theoretical constructs which can be easily applied.  
As one conclusion from this discussion the preliminary research objective O2* from 
chapter 2 will be changed to the following preliminary research objective O2**: 
O2** – Develop a theoretical model to explain the specific influences of 
Hofstede’s cultural dimensions and their characteristics for the applicability of 
the PMBoK in the Middle East 
3.6. Summary 
This chapter explained the fundamentals of national culture and organisational culture. 
Besides that, this section highlighted that cultural definitions can use holistic and 
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descriptive perspective preferred by social scientists and anthropologists, whereas the 
dimensionalist approach to describe national culture is widely used and accepted in the 
management science. During this chapters three dimensionalist approaches from Geert 
Hofstede, Fons Trompenaars and the GLOBE project have been discussed in more 
detail. After exploring these three dimensionalist options and approaches to analyse the 
influence of national culture on project management, the large dataset of Hofstede score 
including available data for the Middle East provided a solid foundation to analyse 
cultural factors influencing the applicability of project management in the Middle East. 
The decision to move on with Geert Hofstede will be carried forward into the next 
chapter 4 and discussed in light of the available literature on project management and 
national culture. Based on the findings and discussion during this chapter, one 
preliminary research objective O2 was changed accordingly.  
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4. Project management and national culture 
4.1. Introduction  
After discussing the differences of national culture and organizational culture including 
the various approaches to describe national culture, the dimensionalist model of Geert 
Hofstede was selected to analyse the impact of national culture on project management. 
This chapter is the third and last part of the literature review and is designed to provide 
an overview of the available project management standards. The goal of this chapter 4 
in light of the two previous chapters 2 and 3 is to gain a good understanding of where 
national culture and project management processes interact in the cultural context of the 
Middle East. At the end of this chapter, the final research objective and research 
questions should emerge from the review and critical discussion in light of the existing 
gaps. 
 
4.2. Fundamental concepts of project management 
4.2.1. Defining project management 
To achieve greater efficiency, the application of project management techniques has 
become an integral part in all industries. The definition of a project is always similar 
although the management of projects shows significant differences depending on the 
approach practitioners follow.  
‘A project is a temporary endeavour to create a unique product, service or 
result.’ (PMI, 2008, p.5) 
This definition shows that compared with repetitive work, which is typically part of 
company processes, contents of a project are unique to the organisation where the 
project is carried out. Furthermore a project always has a definite beginning and end 
(PMI, 2008). Another definition of a project by the German Institute for industrial 
norms and regulations based on norm number DIN 69901 is: 
‘Vorhaben, das im Wesentlichen durch die Einmaligkeit der Bedingungen in 
ihrer Gesamtheit gekennzeichnet ist, wie z.B. Zielvorgabe, zeitliche, finanzielle, 
personelle und andere Begrenzungen.‘(DIN, 2011)1 
                                                 
1
 Literal translation: Endeavor, which is unique and limited by a clearly defined scope, timeline, financial 
and human resources and other limiting factors.  
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Thus a project can be defined as a goal-oriented temporary activity, where limited 
resources like time and labour are used in a temporary setting. Another definition is:  
‘A project is a complex, non-routine, one-time effort limited by time, budget and 
resources, and performance specifications designed to meet customer needs’ 
(Gray and Larson, 2002, p.5) 
Project work is an integral part of each organisation. New strategies or changes inside 
the company are often implemented by working on projects, so project work is a vital 
part of an organisation which has to adapt to new market needs and changing 
requirements. During the last decades new methods and tools for the project 
management practice were developed.  
‘Management by projects has become a powerful way to integrate 
organizational functions and motivate groups to achieve higher levels of 
performance and productivity.’ (Morris, 1994, p. 18) 
One of the founders of modern project management methods was Henry Gantt, who 
developed a bar-chart-based (Gantt bar chart) project management technique in the 
1910s (Richman, 2002). His graphs and methods are still used today as an instrument to 
visualise and control complex project plans. More project management techniques and 
instruments have been developed during the 1930s and 1940s, when the needs of the 
defence and aerospace industries were the main driving forces of finding ways to handle 
complex projects. In the 1950s, the Critical Path Method (CPM) and the Program 
Evaluation and Review Technology (PERT) approach (Newell, 2002) were developed 
in the United States for comprehensive military projects. These two approaches became 
parts of the standards for project management during the next 20 years. Since then the 
need for new approaches for working on international or culturally diverse projects 
increased. Besides clear project management processes the need for room to incorporate 
‘softer’ tools into the project management process, was perceived by project managers.  
‘Traditional methods capture only hard quantitative data. It has become clear 
that softer ideas must also be included in project models, if they are to be a 
useful representation of the real project. Soft system methods and soft 
operational research methods have proved useful. Some of this data can be used 
in some holistic modelling techniques, particularly system dynamics’ (Williams, 
1999, p.272) 
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Project management has become a skill-set for successful project delivery, irrespective 
of the specific industrial sector.  The question may come up, if the use of a top-down, 
bottom-up or another approach may be already culture related. The PMBoK is focussed 
on the classic project planning techniques such as the top-down and bottom-up 
approach, which are both described in the PMBoK. Modern approaches, such as the soft 
systems methodology or agile methodologies are becoming more and more popular and 
the PMI has also introduced a new certification which is called the PMI-ACP (PMI- 
Agile Certified Professional) which was introduced in 2012. This clearly shows that the 
classic approaches may not be sufficient for some project setups. Regarding the Middle 
East, these methodologies have not been used or reflected in any of the analysed 
projects, but in the future they may plan an important role, as they reduce some of the 
administrative overhead and consider the so called soft-skills being an important 
element for the management of projects.  
In the 1960s a large number of publications were already available on this subject.  
‘By 1964 the bibliography on PERT comprised nearly 1000 books and 
articles...’ (Winter et al., 2006, p.25) 
Institutions like the Project Management Institute (PMI) and other international project 
organisations play an important role in the development of improved approaches for the 
project management theory and practice. The PMI organisation was founded in 1969 
with the purpose to meet mainly the requirements of the construction and IT industry. 
One indicator that project management is more important there today is reflected in the 
rapid expansion of the PMI, which is currently the largest non-profit project 
management organisation. 
Between 1993 and 1997 the membership quadrupled to more than 24.000. 
Today the PMI has more than half a million members in 185 countries (PMI, 
2012)  
Nowadays, not only the industrial sector but even service organisations cannot survive 
without being capable of managing complex projects. It becomes more and more 
important to establish project management skills within one’s own organisation to react 
to customer requirements in a way that leads to successful delivery of large international 
projects.  
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4.2.2. Project management standards 
There are many profit and non-profit organisations on the market offering project 
management guidelines and certificates to project management professionals. An 
assessment of project management standards by Ahlemann mentions the following 
standards:  
‘DIN, ICB, ISA, OPM3, PMBoK, PM-Fachmann, PM-Kanon, PMMM and 
PRINCE2’ (Ahlemann et al., 2010, p.296) 
According to Crawford (2002, p.9) the perception of project performance by senior 
management highlights three dominant standards:  
‘IPMA, APM Body of knowledge and PMBoK’ (Crawford, 2002) 
A paper by Bredillet (2009), which has been reviewed in more detail uses a project 
management deployment index (PMDI) based on two dominant project management 
standards: IPMA and PMBoK  
The intersecting set based on the above publications leaves at least two standards which 
are worth discussing: IPMA and PMBoK 
Within the European and North American market the PMBoK and IPMA are well 
established standards offering project management processes and certifications for 
individuals and organisations. The IPMA (International Project Management 
Association) acts as an umbrella organisation for many domestic project management 
organizations. For example the German association for project managers (GPM e.V) is 
associated on the European level with the IPMA and has developed a local German 
standard which is mainly based on the IPMA standard. The GPM offers literature and 
certifications in the German language mainly for the German speaking countries 
Austria, Switzerland and Germany.  
On the global level the Project Management Institute (PMI) is the largest project 
management organisation with a presence in 185 countries and more than 500.000 
members (PMI, 2010). The project management institute (PMI) was founded in 1969 
outside of Philadelphia and is offering certifications for project professionals like the 
entry level qualification CAPM (Certified Associate for Project Management) and the 
well-respected PMP (Project Management Professional) certificate. Since PMI is the 
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largest organisation worldwide and is well represented in the Middle East (Bredillet et 
al., 2009, p. 188), the PMI standard was chosen to assess the applicability of project 
management processes in the cultural context of the Middle East. The PMI process 
groups contain relevant sub-processes for the successful management of a project and 
are part of an overall project lifecycle (PMBoK, 2008) with the process groups for the 
phases. The process groups will be introduced in chapter 4.3.  
 
4.2.3. Industry specific project management approaches 
As this research is designed to understand the area of project management in the Middle 
East, it is required to discuss if the management of e.g. IT projects has to be handled 
differently than projects in the construction industry. Differences may have implications 
for the research design of this thesis if working a cross-industry comparison is applied.  
‘Many of the techniques used in IT project management, as well as the methods 
of their use, are very different from those used in other industries, such as the 
construction industry or the medical industry.’ (Brewer et al., 2010, preface p. 
xxi) 
Without question the field of IT projects often has its specific challenges. The 
challenges for project managers working in the IT industry are often ascribed to very 
complex requirements and to the difficulty during the requirements analysis phase to 
define a clear scope. The compilation of a clear requirement specification document 
implies the use of additional IT tools like the Unified Modelling Language (UML) to 
describe how the IT solution should be built. The use of UML as a Meta language is 
challenging for most involved project team members, as they have to learn and 
understand the modelling language first. This leads to additional challenges besides the 
successful management of the project.  
‘Indeed, there is much anecdotal evidence suggesting i.e. that UML is overly 
complex, inconsistent, incomplete and difficult to learn.’ (Grossmann et al., 
2005, p.383) 
The construction industry also has its special requirements. The PMI has developed 
specific standards illustrated in the construction extension for the PMBoK (PMI, 2011). 
The main contents of this extension are the areas of procurement management and 
material logistics for the supply chain of construction sites. Furthermore the 
construction extension includes topics like construction claim management or 
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environmental management which are not directly related to the core project 
management processes, but they play an important role for construction projects and 
should be applied by project managers working in the construction industry. 
‘However in this extension, they have been modified to address the unique 
attributes that are specific to the construction industry and to emphasize those 
activities that are important in construction. There are additional important 
knowledge areas that apply specifically to construction projects as follows: 
Safety management, environmental management, financial management and 
claim management.’ (PMI, 2007) 
Therefore the PMI construction extension contains more elements regarding industry 
specific management approaches, as they are construction specific and require more 
attention, although the core PMI project management processes remain the same. To 
understand if projects from different industries are comparable or not, we need to 
understand the project management processes and the related life cycle approaches as 
they are the underlying paths to follow while working on projects. 
According to the PMBoK (Project Management Body of Knowledge), being a 
practitioner-oriented handbook, the project is split into the phases initiating, planning, 
executing, monitoring, closing and controlling project activities. Each project phase or 
process group contains specific sub-processes and related elements which can be 
applied in different stages of the project. Other project management standards focus on 
various characteristics of the project lifecycle and not all of them refer to five stages, 
but the general concept is similar in all definitions of the project lifecycles.  
‘Various project life cycle approaches exist in the literature, e.g. control-
oriented model, quality-oriented model, risk-oriented model, a fractal approach 
to the project life cycle, as well as some company-specific project life cycles’ 
(Labuschagne and Brent, 2005, p.152) 
Each project phase expects clearly defined outputs, which are described as part of the 
project processes. All in all, the success of project management, from the lifecycle 
perspective, can only be reached if the project team members, processes, tasks and 
regulations to conduct a project are accepted and known by all members of the project 
organisation. What helps to meet this requirement is that the general definition of a 
project and its phases always holds. 
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As a conclusion of the above discussion it can be highlighted that the core project 
management processes and a project life-cycle can be considered being independent 
from a specific industrial sector. Conducting projects in the IT industry, construction or 
other industries does not mean that customized project management standards have to 
be designed.  It is not the specifics of industries that put the general applicability of 
project management methods into question, but the cultural values of the project 
participants. As explained throughout this chapter there are various project management 
guidelines and standards on the market, but at the global level the PMI is the 
organization with the largest group of members worldwide. Especially in the Middle 
East, the PMI standard is widely used and the PMI certified project managers are the 
largest group of project professionals in the Middle East (Bredillet et al., 2009).  
Due to this fact and the strong presence of the PMI in the Middle East, the PMBoK 4
th
 
Edition (PMI, 2008) was chosen as the project management standard to carry forward 
and assess the cultural influences on the PMI project management framework. This 
chapter will illustrate the main PMI process groups and knowledge areas and highlight 
where culture related influences may play a role to set the basis for the empirical 
analysis of this study.  
 
4.3. The PMI project management framework 
To understand the impact of national culture on project management practice it is 
essential to explain the project phases and process groups of a full project life cycle. 
According to the Project Management Institute (PMI, 2008) these phases are: 
a. Initiating-,  
b. Planning-,  
c. Executing-,  
d. Closing process groups.  
Throughout the overall project life cycle we have the processes for the 
e. Monitoring and controlling  
To understand the potential influences of national culture for each process group it is 
essential to look at all PMI processes in more detail to comprehend how and in what 
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way the PMI framework may be influenced by the Hofstede cultural dimensions.  
Besides the mentioned five process groups, the PMBoK Guide identifies nine 
knowledge areas, which include the management of scope, cost, risk, quality, human 
resources and other elements. All these areas of knowledge and the process groups have 
to be understood by project management professional to deliver a successful project 
based on the PMI standard (PMI, 2008). The project management theories in the 
PMBoK are not industry-specific.  
Based on empirical data, this thesis will reflect how the standard project management 
processes are used in a project environment in the Middle East, and how the impact of 
national cultures different from the ones where PMI was developed can lead to project 
delays and other project related problems. The PMBOK itself considers ‘culture’ as an 
important element in managing projects. Nevertheless currently culture is not 
considered playing a strong role in the PMBOK standard. In the PMBOK appendix G.7 
culture is mentioned in the context of the awareness for cultural differences as follows: 
‘Culture can impact the speed of working, the decision making process and the 
impulse to act without appropriate planning. This may lead to stress and conflict 
in some organisations, thereby affecting the performance of project managers 
and project teams.’ (PMBOK, 2008, p.421) 
The above statement eludes that from a PMI perspective; cultural differences can lead to 
delays or problems during the project execution and may add risk to the project 
delivery. The PMBoK shows that for a project manager and the project team, it is 
important to become aware of cultural differences, but it is not explained what specific 
effect national culture can impose on the project. A project manager needs to know 
what strategies and measures can be applied to reduce or avoid the risk of running into 
project delay caused by intra-team conflicts or disputes on how work packages have to 
be delivered. According to the author’s opinion, this is a clear gap in the current version 
of the PMBoK. Nevertheless, it is required to bring cultural factors and project 
management processes into a clear context. Before further exploring the risk of a 
negative impact towards the project, we need to take a look into the five mentioned PMI 
process groups. All mentioned process groups typically occur in a sequence with an 
overlap between the sequenced phases. The only exception is the monitoring and 
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controlling process group which spans over the whole project life cycle as shown in the 
following Figure 4 from the PMBoK. 
 
Figure 4: The PMI process groups over time from the PMBoK (PMI, 2008) 
 
4.3.1. The initiation process group 
The initiation process group consists of the processes and activities which are required 
to start a new project. During this process group the high level requirements of the 
project are being collected and documented in the project charter, the key stakeholders 
are identified and typically involved in the definition of the high level project 
requirements. After documenting the preliminary scope the project sponsor signs the 
project Charter which officially authorises the project work to be kicked-off and which 
gives the project manager the formal authority to utilise the required resources to 
execute the project. After completing the processes of the initiation process group the 
project will commence with the planning stage of the project.  
‘The planning process group consists of those processes performed to establish 
the total scope of the effort, define and refine the objectives, and develop the 
course of action required to attain those objectives. The planning processes 
develop the project management plan and the project documents that will be 
used to carry out the project.’ (PMBoK, p.46) 
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4.3.2. The planning process group 
According to the PMBoK, the planning process group consists of the most sub-
processes, as displayed in Table 7. The planning process group contains the key 
objectives to unfold the preliminary project scope from the project Charta to a more 
detailed plan. In all other PMI process groups, there is no required order for the 
sequencing of individual processes. This is the only process group of the PMBoK where 
the activities have to be carried out in a specific logical order. This order starts with the 
project scope and the related sub-processes for project scope management (Knowledge 
area 5. Project scope management): 
5.1. Collect requirements 
5.2. Define scope 
5.3. Create work breakdown structure (WBS) 
The result of these three processes is a defined project scope based on the requirement 
analysis. Once the project scope is defined, the final step to conclude with knowledge 
area 5 is the work breakdown structure, where the elements of the WBS are assigned to 
logical elements of the scope. The following diagram in Figure 5 shows an example for 
a WBS: 
 
Figure 5: Example of a work breakdown structure for an aircraft system (DoD, 2013) 
 
Once the WBS has been completed, the next set of activities from the knowledge area 6. 
‘Project time management’ may be started. The related sub-processes are: 
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6.1. Define activities 
6.2. Sequence activities 
6.3. Estimate activity resources 
6.4. Estimate activity durations 
6.5. Develop schedule 
During this knowledge area, all tasks are completed in the logical order to understand 
the dependencies and logical orders between all mentioned elements. The final step and 
output from knowledge area 6 is a project schedule, where all elements are being 
displayed in a clear order. The instrument to display this result is the Gantt-bar-chart or 
the CPM diagram. The following Figure 6 shows an example for a logical order of 
activities presented in the precedence diagram. 
 
Figure 6: Precedence (CPM) diagram as a result of the PMI process group 6 (Kemp, 2012) 
The next knowledge areas in the planning process group are: 
7. Project cost management 
8. Plan quality 
9. Develop human resource plan 
10. Plan communications 
11. Project risk management 
12. Plan procurement 
Especially the knowledge areas 7-9 have to be carried out in this logical order. The last 
three elements may be carried out in parallel to the project planning. Based on the 
experience of the author, most mistakes are made during the planning process groups, 
since often the project participants are not aware of this logical sequence or leave out 
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some of the required elements to develop the project plan. Mistakes during this phase 
may be another root cause for projects being delayed, e.g. due to unclear requirements 
specifications and project results with a high degree of uncertainty. The planning phase 
is critical for the overall project success. The following statement underlines the 
importance of the planning and its subsequent execution phase. 
‘The major maladies with project planning and implementation have been cost 
and time overrun and quality non-achievement,…’ (Dey, 1999) 
If the project team now moves on to the execution process group there is a high risk of 
drawbacks, as the team may realize that some important elements have not been 
discussed yet. Moving back and forth between the project stages increases the effort 
tremendously, and mistakes which are based on weak planning become more expensive 
if discovered during the execution process group. So during this phase, all team 
members of the project team have to work in a disciplined manner to complete the 
required tasks of a structured planning process.  
 
4.3.3. The execution process group 
The executing process group is the phase of the project where the product or result of 
the project will be created. This process group is typically the phase of the project 
which contains most of the actual work to be executed to finalise the overall project 
scope. During this phase, changes of the project scope may occur and required changes 
have to be handled by a structured change management processes. The level of 
interaction with the project stakeholders is at its highest and a project can only succeed 
if the project manager is able to execute the project according to the scope and planning 
documents and meets the required quality metrics. The management aspect plays an 
important role during this project phase. Knowledge area 4 contains the sub-process 4.3 
to direct and manage the project execution. Other important processes to be completed 
during the execution phase are  
 8. Project quality management 
 9. Project human resource management 
 10. Project communication management 
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 12. Conduct procurements 
(PMI, 2008) 
This process group should consume most project resources as it is designed to deliver 
the product or service.  
 
4.3.4. The monitoring and controlling process group 
The activities for the monitoring and controlling process group consist of those 
processes which are established to track and review the progress, quality metrics and 
performance of the project. If the project does not perform according to the project 
management plan, the identified variances can be communicated back to the project 
team. The variances might be reflected in changes which are handled through the 
change control process or may result in a change of the project scope and the project 
baseline. Since the monitoring and controlling processes are formal processes, they have 
to be applied and documented to maintain a valid project status during each stage of the 
project life cycle. The idea behind the monitoring and controlling process is to assess if 
the agreed quality metrics can be met and if the project is carried out according to the 
agreed scope. All knowledge areas contain sub-processes to control the elements which 
have been developed during the previous two phases (planning and executing). The only 
knowledge area that contains no controlling sub-processes is the project human resource 
management (9.). Based on the philosophy of the PMBoK, the task to control the 
resources should be assigned to the project manager who is the responsible person for 
all human resource aspects during the project. The monitoring and controlling process 
runs through the full project life cycle from the initiation of the project until the closing 
of the project, although the level of activity is relatively low during the initiating and 
closing process group. 
 
4.3.5. The closing process group 
The last stage of the project consists of the activities which are required to finalize the 
actual project work. The formal acceptance of the project will be received from the 
customer, the documentation of the project has to be completed and all the relevant 
 
67 
 
information from the project will be added to the company records and archives. Team 
members from the project team will leave the project organisation. An examination of 
lessons learnt will be done, final payments will be released and procurement activities 
have to be completed before the project can come to a formal end. Closing activities are 
often done in an incomplete manner, team members are released from the project too 
soon or too late, while the documentation will not be completed as required. This can 
cause an unstructured end for project and the commercial agreement like final payments 
to contractors are not monitored any more or are needlessly delayed. A formal close 
down of the project is an important last step to accomplish, since it contributes valuable 
documented project experiences as one result to the company’s benefit. This historic 
information can be used for a new or similar project. The following matrix shows the 
relation between the five PMI process groups and the nine knowledge areas. 
The below Table 7 provides a summary of all process groups and knowledge areas in 
one diagram. To highlight the relation of PMI knowledge areas to PMI process groups 
the following example will be used for clarification. The initiating process group 
contains two knowledge areas: 
Knowledge area: Project integration management (4.) contains the sub-process 
(4.1.) Develop project charter  
Knowledge area: Project communication management (10.) contains the sub-
process (10.1.) Identify stakeholders.   
(PMI, 2008) 
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Table 7: The PMI process groups and knowledge areas from the PMBoK 4th Edition (PMI, 2008) 
 
After explaining some basic principles of the PMBoK framework as a next step it is 
important to understand potential links between project management processes and 
cultural factors.  
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4.4. Structuring the literature review process 
This section serves to develop research questions and explores the research results and 
gaps as the third part of the literature review. During chapter 1 the author emphasized 
that project delay, unrealistic schedules and communication problems based on personal 
experiences while working in projects in the Middle East have been the main motivation 
to start with this research.  After a quick review into the subject of this thesis, multiple 
publications were identified where the influence of national cultural was analysed in the 
context of project management in this region. Although project delay or failure is a 
worldwide phenomenon mentioned by Al-Khalil (1999), Dey et al. (1996), Gray and 
Larson (2006), Robertson et al. (2006), Sambasivan (2007) and Srivannaboon (2006), 
looking at the Middle East seems to be of special interest due to the cultural and 
religious differences in contrast to the Western world cultures. Since the search process 
revealed that there are numerous publications available, the following analysis is 
clustering the relevant literature into three main streams (Table 8) to facilitate the 
identification of research gaps. 
Table 8: Structuring the relevant research publications into research clusters 
Cluster Content and main themes of the reviewed papers 
A Publications related to national culture and project management with a construction 
industry background (Chapter 4.4.2) 
B Research reviewing national culture and project management in the information 
technology sector (Chapter 4.4.1) 
C Research using the Hofstede dimensional framework to explore the influence of national 
culture on project management (Chapter 4.4.3) 
The two clusters A and B were defined based on the findings from chapter 2 which 
showed that the construction industry and IT projects are an important driver for the 
usage of project management in the Middle East. Furthermore there are many research 
results available from both industries which allow a critical reflection of the empirical 
data in light of the results from the literature.  The third cluster C is related to the 
theoretical foundation of Geert Hofstede. The publications in cluster C provide results 
which should support the development of a theoretical framework to explain the relation 
of national culture on the PMI project management framework specifically designed to 
meet the requirements of the Middle East.  
The upcoming three sections (chapter 4.4.1 – chapter 4.4.3) will discuss the main 
findings and research results for each defined cluster.  
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4.4.1. Research related to national culture and IT projects  
Ford and colleagues (2003) share the view for more research in the area of project 
management and the influence of national culture. The following Table 9 shows the 
number of publications using Hofstede’s cultural dimensions for the analysis during the 
years 1994 to 1998 with an information technology (IT) focus. 
Table 9: Use of the Hofstede model in IT research publications (1994-1998) (Ford et al., © IEEE, 
2003, p.15) 
 
 
The paper concludes: 
‘There is a general need for IS researchers to improve the usability of the 
[Hofstede] dimensions and test their validity.’ (Ford et al., 2003, p.22) 
Also, Ford and colleagues conclude that there is a need for further testing of Hofstede’s 
cultural dimensions in IS research, but on the other hand they also state:  
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‘Despite such criticisms, Hofstede’s impact on management research has been 
substantial and his cultural dimensions form the conceptual backbone of much 
cross-cultural management and information systems research.’ (Ford et al., 
2003) 
Within the information technology field there are researchers who have focussed their 
analysis on the assessment of bi-cultural IT project teams (Walsham, 2002; Zwickael et 
al., 2005; Pereira et al., 2007).  
The paper published in the MIS Quarterly report by Walsham (2002) discusses the field 
of software development projects by analysing two project case studies. One of the case 
studies describes a development effort for a Jamaican insurance company and a 
software development team staffed mainly by Indian programmers. This set-up seems to 
be a good analogy for this research project and the research question, since in Middle 
Eastern projects, according to the personal experience of this thesis’ author, it is 
common to integrate Indian software specialists into IT project teams. The paper 
suggests as a result that to succeed in international IT projects practitioners must be 
highly sensitive to cultural differences.  
Another perspective on project success and performance was offered by Zwickael and 
colleagues (2005) who analysed the differences in project management performance, 
comparing Israeli and Japanese project managers in software development projects. The 
authors highlight that the Israeli culture is very close to the Western culture. This could 
imply transferable results when Western Europeans are managing projects in the Middle 
East. One key finding from their qualitative research is that the Japanese manager 
concentrates on schedule and costing within the planned timeframe, while the Israeli 
manager tends to be more focused on customer satisfaction and the use of new 
technology. The different viewpoints of Israeli and Japanese project managers indicate 
that there are those cultures that focus more on tasks and deliverables (Japanese), and 
those which focus on the team work and implementation of new technology (Israeli). 
Interestingly task orientation, as observed by Japanese project managers, is also a 
typical characteristic according to the Hofstede dimension uncertainty avoidance 
(Japans UAI score = 92-high). National cultures scoring high on UAI are typically task 
oriented. (Hofstede, 2001) 
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In line with this position, Walsham (2002) sees the quality of being sensitive and 
culturally competent as a prerequisite for working in culturally diverse teams. Both 
researchers underline the importance of cultural competence and highlight that ignoring 
differences increases the probability for project problems. Other reviewed sources with 
a focus on ‘teamwork and cross-cultural projects’ concluded that ethnocentric views and 
attitudes may lead to conflict and delay in projects. This (fairly obvious) finding can be 
seen, as mentioned in many other publications, one potential reason for project failure. 
Walsham suggests that cultural training and courses can be a good tool to help 
professionals with their work in cross-cultural projects and to avoid intra-group 
conflicts. It is important to understand, that cultural training may be used as a tool to 
create cultural awareness and cultural competence. According to Deardorff (2006) 
cultural training can help to reduce conflict, since the participants of a cultural training 
have an improved understanding for cultural differences and may learn how to resolve 
culture related conflict. Walsham (2002) highlights that in the field of software 
production projects more research is required. This conclusion affirms that the 
availability of sources within the IS stream is very limited. Instead of changing the 
project management processes, Walsham is aiming towards a direction to increase the 
cultural competence of individuals working or managing project. According to the 
experience of the author of this thesis this is definitely an important element, but even 
with well-trained project managers in the Middle East, there may be the need to also 
enhance the available project management processes instead of focussing purely on the 
soft-skills of the project team members.   
The publication by Pereira and colleagues (2007) recognises the impact of culture on 
global software development and the definition of successful software projects from the 
perspective of project practitioners. In their study, results from a quantitative survey are 
presented which analyses the relation between good teamwork and project success. 
United States (US) and Chilean participants were involved in assessing this question. 
One result of this research is that the US participants were more product-centred, while 
the respondents in Chile were process-centred during the project delivery. Other results 
showed that the respondents from Chile preferred more freedom in the teamwork than 
the US participants did. The research results and recommendations aim towards a 
similar direction as the one introduced as part of the cultural comparison by Zwickael 
and colleagues (2005). Pereira and colleagues’ research does not present the research 
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results in a contextual framework, which seems to be an important element to take a 
next step and develop project management processes with improved applicability for the 
Middle East. All three of the studies (Zwickael et al., 2005; Walsham, 2002, Pereira et 
al., 2007) support the assumption that there is more need for the development of 
explanatory frameworks to understand the impact for project management processes 
and the requirement for additional empirical research.  
Finally the topic of theoretical frameworks was covered through ‘information systems 
projects and culture’ by Avison and Myers (1995) and their discussion of anthropology 
as one crucial element for information systems research which was often neglected by 
researchers in the IS field. During the course of their paper, no new models are 
introduced, but many known facts are listed. Avison and colleagues also conclude that 
the ethnocentric view plays an important role in not understanding the international 
challenges of IT project rollouts or IT software implementations. The authors also 
emphasise that more empirical field work is necessary to develop an explanatory 
framework for cultural influences on project management, where both organisational or 
national culture elements and their interaction with IT implementations are assessed. 
The publications by (Walsham, 2002; Zwickael et al., 2005; Avison and Myers, 1995; 
Pereira et al., 2007) and their results lead to the following conclusion supporting the 
research objective O2 of this thesis: 
There is a clear need to develop a framework to understand the impact of 
national culture on project management  
With a regional focus on the Middle East, the paper by Hill and colleagues (1998) 
presents a promising analysis based on a qualitative study of Arab culture and 
Information Technology. One of the author’s assumptions is that information 
technology is mainly produced in developed countries on the basis of ethnocentric 
assumptions about the user. As a consequence, other cultures have difficulties using this 
type of technology. During the research process, the reluctance of Arabic business 
people to use IT was assessed in a sequence of interviews. One result of these 
interviews was that Arabic business people tend to be very resistant towards IT if the 
structure of the IT system demands a change in their perception of time. This finding is 
in line with the general preference of Arabic business people for personal meetings 
instead of electronic communication. This aspect could also be a fundamental element 
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for this research project, since time and its perception are one of the main elements for a 
lot of project management methods and, at the same time, they represent a fundamental 
difference between cultures. This may explain why some project management elements 
like using milestones and Gantt-project schedules are difficult to apply in the Middle 
East. The research by Hill and colleagues supports the assumption that time may have 
an influence on project management as it is perceived differently by Arabic nationals 
than Western cultures. . No further publications have been identified which looked at 
time perception and project management in the context of the Middle East. With a 
reference to the cultural dimension LTO this paper indicates that there is a gap in 
current research leading towards the following conclusion_  
The difference in time perception of Middle Eastern nationals has to be taken 
into account when applying a project management framework  
There is a high rate of project failures for software projects or IT projects in general 
which was described by Sauer (2005) and Cleland et al. (2006). Sauer (2005) discusses 
whether there are domain-specific elements in the IT discipline which work with less 
success in terms of completion of the project in time and on budget. It is also mentioned 
by the author that new approaches and methods are required to help IT projects to 
become more successful in diverse settings. Other contributors as the Global Project 
Management Handbook (Cleland et al., 2006) explore the success factors of global 
software projects. One of the key messages is that there are three tactical success factors 
for international projects:  
1. Build up a high performance project culture  
2. Create an awareness of cross-cultural differences  
The third factor can only be developed after the first two are established in the project:  
 3. Design culturally responsive strategies to deal with potential problems. 
The three factors highlight the need to develop a theoretical framework which allows 
explaining a culturally responsive strategy where the first two factors can be seen as 
pre-requisites. Besides these three factors, Cleland and colleagues (2006) developed an 
overall model which is based on more than 20 tactical success factors for an 
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international project. Cleland and colleagues recommend creating more awareness for 
cultural differences before designing a strategy to cope with culture related problems. 
Nevertheless the high rate of failure especially in the diverse project context becomes 
evident and this fact underlines that project delay and similar problems are not only 
industry specific, but are related to the overall project scenario. This approach 
introduced by Sauer (2005) creates a valuable toolbox for a global project manager. The 
selected approach seems to be a good contribution to project management practice. 
Nevertheless this explanation is shaping the research objectives to look for cultural 
factors which may influence the project delivery. 
The research cluster displayed in the following Table 10 looked at the influence of 
national culture from an information technology perspective. It revealed new research 
perspectives and confirmed the need for further research. Especially the urge to develop 
frameworks which help to understand the applicability of project management processes 
in regions where the national culture differs strongly from the Western world  has been 
underpinned in many IT related publications.  
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Table 10: Research objectives linked with identified research results and research gaps 
Research objective Gaps and recommendation for further research  
O1* 
[Identify ‘cultural 
factors’ that 
influence the 
applicability of the 
PMBoK in the 
Middle East] 
 
 The difference in time perception of Middle Eastern nationals has to be 
taken into account when developing a project management framework (Hill 
et al., 1998) 
 Ethnocentric views in IT-projects lead to conflict (Walsham, 2002) 
 Cultural differences in task orientation and relationship orientation were 
identified within diverse project teams (Zwickael et al., 2005). Both are 
typical characteristics derived from the Hofstede dimensions high UAI and 
low IDV scores 
 The cultural root causes for project delay have to be identified. (Sauer, 
2005) 
 Project managers need to be culturally sensitive by developing an 
awareness for cultural differences (Walsham, 2002; Cleland et al., 2006) 
O2** 
[Develop a 
theoretical model to 
explain the specific 
influences of 
Hofstede’s cultural 
dimensions and their 
characteristics for 
the applicability of 
the PMBoK in the 
Middle East] 
 
 Research related to national culture should be based on one common 
dimensional [e.g. Hofstede] foundation to reach greater relevance (Ford et 
al., 2003) 
 There is a clear need to develop a framework to understand the impact of 
national culture on project management processes (Walsham, 2002; 
Zwickael et al., 2005; Avison and Myers,1995; Pereira et al., 2007) 
 
One unexpected finding concerning national culture was the fact that time perception, as 
mentioned by Hill and colleagues (1998), as a cultural factor may play an important role 
for project management in the Middle East. This has to be considered during the 
instrumentation and planning of the research strategy in chapter 5 for the data collection 
process, as it may lead to new findings helping to improve the PMI project management 
standard. The other results show that the research stream looking at projects from the 
information technology perspective highly recommends using one common foundation 
to aim for a greater significance of research results, and that there is a clear need to 
develop project management processes which take national culture into account. This 
supports the choice to use the Hofstede framework for the analysis as there are already 
multiple publications on the market from the IT industry supporting this research 
direction.  
 
4.4.2. Literature related to national culture in the construction industry 
After identifying some research gaps based on IT research, they will now be 
supplemented with findings and contributions to the research objectives looking at the 
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other main industry in the Middle East, which can help to explain the specific influence 
of national culture for the management of projects. The following literature looks on 
construction projects which were delivered in other global regions. Nevertheless, it may 
be helpful to learn from solutions for other global regions and transfer them to the 
Middle East.  No publications were identified providing research results from other 
global regions which can be directly transferred to the Middle East. 
A paper by Chen and colleagues (2003) looks into the cultural differences between 
Chinese and Western conceptions in the project management context. Modern 
management theories and the possibility to transfer management styles from one culture 
to another are part of their analysis. The authors look at the Western style to manage 
projects being applied by British managers working on projects in China. Chen and 
colleagues (2003) use Hofstedes’, Trompenaars’ and Schwarz’ cultural models as 
theoretical foundations throughout their analysis. The aim of Chen’s paper was to look 
specifically at cultural differences in relation to the above three models aiming to 
understand possible factors influencing the project management processes in 
multinational teams. By leaving the discussion within the Chinese construction sector, a 
journal paper by Pheng and colleagues (1999) deals with cross-cultural challenges 
related to the hotel construction projects in China. As suggested by the authors, the 
skills for an international project manager needs to have, while working on the 
international marketplace, are:  
 effective communication skills 
 effective leadership skills 
 good interpersonal skills 
 adaptability and flexibility 
 functional/technical strengths 
(Pheng et al., 2003, p.308) 
In addition to that, the paper discusses the importance of mutual respect as one 
important value for project handling and conflict resolution while working with Chinese 
counterparts. As a final conclusion, the authors highlight that international projects with 
international teams can only be handled if the human resource management element is 
considered as the important part for international projects.  
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‘Construction project management is not only about time, cost and quality 
control, it is also about human resource management.‘ (Pheng et al., 2000, p. 
314) 
Some findings from Chen’s (2003) research show fundamental differences in the 
perception of the intra-team relation which is for the Chinese a more family-like and 
mutual care structure versus the British concept of having a team where the team 
members are ‘just friends’ at work but have their own private life. Regarding the 
Hofstede dimensions, the results show an influence towards project management based 
on the individualism / collectivism (IDV) dimension. Chinese team members prefer to 
talk as ‘we’ whereas the UK nationals articulated them in the ‘I’ form. This behaviour is 
a typical characteristic for low (China) vs. high (United Kingdom) IDV score.  
‘When negotiating and managing joint venture projects both Chinese and 
Western organizations need to pay attention to cultural differences between 
managers’ conceptions of their work, particularly those relevant to 
relationships, in order to adapt practices and foster successful collaboration. 
Training in cross-cultural issues should be based on conceptual frameworks that 
are both up-to-date and relevant.’ (Chen et al.., 2003, p. 405) 
One concluding remark of this paper indicates that it is important to consider cultural 
factors for a successful project management in multicultural teams. Discussing the 
statements and results in the context of the research aims, there is again the suggestion 
to apply cultural trainings. This can be a solution to improve project work, but it seems 
that the first step is the identification of cultural factors influencing project work such as 
collectivistic behaviour. The second step may be a development of a framework to 
manage projects in a specific cultural region and to adapt existing project management 
approaches such as the ones offered by the PMI and other professional organisations.  
The conference paper by Xiao and Boyd (2007) analyse construction projects in the 
Chinese versus United Kingdom cross-cultural context. Their paper discusses cultural 
differences of Chinese and British construction professionals. Although many 
publications are using the Hofstede dimensional model, this study applies the cultural 
model from Fons Trompenaars (1994). Xiao and Boyd use the multiple case study 
approach with two cases with a construction background. One of their conclusions is 
that the cultural dimensions can be used to explain potential areas of conflict. They 
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could identify areas of conflict and used explanations where the cultural dimensions 
point in an opposite direction. Nevertheless, they also observed other external 
influences for the decision making process and behaviour which could not be explained 
by using the dimensional model. In light of this thesis the paper by Xiao and Boyd 
support the fact that there is a gap in current research and that more studies have to be 
carried out. 
‘It has long been believed that culture causes differences in construction 
practice in different countries. Few practical cross cultural studies have been 
conducted in construction due to the complexity, richness, abstractness and 
subtlety of national differences.’ (Xiao and Boyd, 2007) 
Pheng (2000) seems to rely more on the element of good HR management being part of 
most standard project management processes. His mentioned success factors point 
towards the direction that the HRM processes affect project management processes and 
may provide some good links where changes have to be made to increase the project 
success in e.g. the Middle East. Potentially, changes for some of the PMI process group 
may have a huge effect on an effective project management.  
The PMI project management process group ‘Human resource management’ is 
an area where adjustments may have a positive effect  
In conclusion, Chen and colleagues (2003) encourage further researchers to use the 
Hofstede framework to explain the influence of national culture on project management 
and a prediction how Western vs. Eastern management styles influence the project team 
work.  
There is a need to develop project management processes to manage projects 
with more success in other global regions 
The publications from Chevrier (2003) and Ochieng et al. (2010) look at management 
strategies in multinational project groups. Especially the team dynamics and the search 
for root causes based on the Hofstede framework are of interest throughout the analysis. 
Another strategy to deal with cultural differences described by Chevrier next to ignoring 
differences is the strategy of trial and error while working with diverse teams. This 
seemed to be a pragmatic approach to gain intercultural competence and knowledge on 
successful management strategies by just trial and error. This approach may be feasible 
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if the project manager is culturally skilled and has experienced a number of projects 
with international team members. On the other hand, it implies the risk that the project 
may fail if the manager has no intercultural competence capabilities and is not willing 
or capable to deal with arising cross cultural challenges. By looking into a similar 
direction, Ochieng and colleagues (2010) performed a qualitative analysis of semi-
structured interviews with 20 senior project managers with a European or African 
cultural backgrounds. The project managers of a number of projects were asked if the 
project could be completed as planned, and if the participants had seen an impact of 
national culture to their project work. The nationalities of the interviewees were 10 
(UK/European) and 10 (Kenya/Africa). Some of their research questions looked 
specifically into the direction of cultural influences. The following two questions seem 
to have a direct relevance to the research background of this thesis: 
Q1: Could you identify issues which still need to be addressed in your 
organization in general respect to multicultural project teams? 
Q2: What are the key problems you face in managing diverse project teams? 
The third approach described by Chevrier is to set up a transnational organizational 
culture as part of the project culture. This may provide the opportunity to deliver an 
organizational culture where the individuals with a different national culture 
background may find the opportunity to belong to. The disadvantage of this strategy is 
that the amount of shared values may become very small as this compromise forces 
each party to give up part of his or her own cultural identity. 
‘Lastly, a transnational corporate culture that is compatible with the basic 
conceptions of all involved cultures can be founded only on a very small 
common denominator, which considerably reduces the space for action. Such a 
strategy eventually denies cultural differences rather than makes the most of 
them.’ (Chevrier, 2003, p.147) 
Regarding the direction of the research question no specific contribution regarding the 
research question or research objectives can be derived from this publication, but it 
shows that the option to seek for a joint project culture seems to be too difficult to 
achieve under project conditions. Chevriers’ first two approaches may often be used in 
real life construction projects, but they contain a large amount of ‘hope’ for a good 
project outcome. As this research is aiming to find a more robust approach to deal with 
the problem of national culture, the mentioned solutions are not applicable. The results 
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show clearly that there is an influence of national culture for project work. The 
following Table 11 shows that most of the projects had a successful outcome but also 
that impacts based on the cultural complexity have been experienced. This finding is of 
special interest regarding the key assumption of this thesis research that the element of 
national culture has an influence on project work. From the total of 20 interviews only 2 
respondents did not see any impact of culture on the project delivery while the vast 
majority had seen cross-cultural challenges. One suggestion based on the outcome of 
this research is that communication is one key success factor for diverse project teams.  
‘As noted in this study, both internal and external cross-cultural communication 
provides the invisible glue which can hold a dislocated multicultural project 
team together. It was established that effective communication is the key to 
managing expectations, misconceptions, and misgivings on multicultural project 
teams.’ (Ochieng et al., 2010, p. 459) 
Another success factor is relating to Hofstede’s cultural characteristics concerning the 
IDV dimension, as the authors raise the question how the project can reach collectivism 
to form one team for the project. Nevertheless the paper concludes that more research is 
required to analyse the field of multi-cultural project teams in the construction industry. 
Ochieng and colleagues highlight the importance of effective communication as a key 
ability to have a successful outcome in multi-cultural project, whereas Chevrier 
introduced the idea to work on a joint ‘transnational’ project culture. It should be 
discussed further in what way communication or cultural models can be improved as 
part of the project management processes.  
National culture impacts the project management processes in the Middle East 
and in other multinational projects in Asia or Africa 
The following Table 11 summarizes the regions where the projects have been delivered. 
Some of the analysed projects even had a Middle Eastern background which makes the 
results an even more valuable basis for this thesis.   
  
 
82 
 
Table 11: Construction projects and the impact of culture on the project work (Ochieng, 2010, 
p.450) 
 
The perspective introduced by Ochieng offers promising insights by summarizing data 
from a sample of 20 projects. Especially the fact that mostly Western companies and 
local companies ran the projects underpins that there is an impact of national culture in 
the majority of multinational projects. The two projects from the Middle Eastern 
countries Saudi Arabia and UAE indicate an impact as well. 
Finally a paper by Raiden and colleagues (2004) offers a solution for the team 
formation process which is part of the PMI project initiating process group. The 
research was performed in the construction industry and looks at project team barriers 
from a human resource management (HRM) and project management perspective. So 
all mentioned elements in the study are part of standard project management 
approaches. The HR management process may be seen outside the project scope if the 
project organisation is embedded inside the organisation with a functioning HR 
department and management capabilities. The main line of inquiry of this research is the 
importance of the team building and team formation process as one important element 
for project success in the field of construction projects.  
‘In essence, this would readdress the imbalance of current employee resourcing 
decisions focus on meeting the project requirements, by incorporating the 
employees’ needs and preferences into the process.’ (Raiden et al., 2004, p.315) 
The findings from Raiden and colleagues provide few linking points with the thesis 
focus, but it shows that the team formation which happens during the transition from 
project initiation to project planning is clearly influenced by national culture.  
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To conclude, this section showed that projects with a cultural diversity influence project 
management processes. In many cases a negative influence on the project leading 
toward delay has been observed. The results encourage practitioners and researchers to 
look for solutions which are aiming towards the development of intercultural 
competence, training approaches and team development activities. In addition to that 
some results have provided contributions to the objectives around the required changes 
for project management processes aiming to reduce the negative influence related to 
cultural differences. No paper except Raiden and colleagues (2004) specifically 
addressed a standard project management approach to analyse the impact of a specific 
phase or process group of the project life cycle, but in general the assumptions which 
have led to the research direction of this thesis, confirm the need to carry out more 
research by specifically looking into project management process and the mechanisms 
how the national culture of the Middle East can be taken into account.   
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The following Table 12 presents the research propositions linked with the research 
objectives.  
Table 12: Research objectives linked with research recommendations for cluster B 
Research objective Gaps and recommendation for further research  
O1* 
[Identify ‘cultural 
factors’ that 
influence the 
applicability of the 
PMBoK in the 
Middle East] 
 There are strong indications that cultural factors such as PDI have influence 
of project management processes (Ochieng et al., 2010; Xiao and Boyd, 
2007) 
 The Hofstede IDV dimension has an impact on project management 
processes. (Chen et al., 2003; Ochieng et al., 2010)  
O2** 
[Develop a 
theoretical model to 
explain the specific 
influences of 
Hofstede’s cultural 
dimensions and their 
characteristics for 
the applicability of 
the PMBoK in the 
Middle East] 
 
 The PMI project management process group ‘Human resource 
management’ may be an area where adjustments may have a positive effect. 
(Pheng et al., 2000) 
 There is a need to develop project management processes to manage 
projects with more success in other global regions (Chen et al., 2003) 
O4* 
[Analyse which 
‘other factors’ may 
influence the 
management of 
projects based on the 
PMBoK in the 
Middle East] 
 
 HR management needs to be inside the project scope and the project HRM 
has a strong influence on the project success (Raiden et al., 2004) 
 The development of a project culture may improve the project success 
(Chevrier, 2003) 
In this chapter, it was confirmed that the construction industry contributes to the area of 
research with findings related to the Middle Eastern cultural context. The next section is 
narrowing down the focus of the literature review further as it will look only into 
publications which specifically used the Hofstede model to analyse influences caused 
by national culture on project management processes. Although some influences based 
on the Hofstede dimensions were already identified during this chapter, there are 
research results which specifically analysed the Hofstede dimensions in the project 
management context.  
 
4.4.3. Project management and Hofstede’s cultural dimensions  
To gain a deeper understanding of the relation of Hofstede’s cultural dimensions to 
project management, this section will analyse papers which specifically linked these. In 
general many papers were found throughout chapter 4 which recommend using 
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Hofstede as a theoretical construct for national culture, but although for the 
management sciences the use of theory according to Hofstede is widely accepted and 
provides good linking points for research of cultural dimensions and management 
topics, only few papers were identified where research was directly linked to cultural 
dimensions in the project management context.  
‘While no study has specifically identified and linked cultural dimensions with 
project management issues, there have been a few studies that have addressed 
the cultural issue.’ (Shore et al., 2003, p. 56) 
Muriithi and Crawford incorporated four dimensions from Hofstede’s framework (PDI, 
UAI, IDV and MAS) into their analysis. Applying this setup the paper evaluates 
whether the country or region is fit for standardized project management approaches or 
not, so they take the opposite approach (which is rather ethnocentric: not the country 
should have to adapt, but the strategies do). As a result, they conclude that some tools of 
international management practice, like Management by Objectives or the critical path 
method (CPM), may be used in the African context, while other elements like a reward 
and recognition system or brainstorming techniques cannot be applied. Concerning the 
Hofstede dimension, management by objectives to motivate on the individual level was 
interfering with the collectivistic tendencies of most African cultures. Furthermore, the 
authors’ state: 
‘There is urgent need for empirical work to: Formalize a project management 
framework for Africa with tools and techniques of present project management 
orthodoxy work, and articulate an effective indigenous approach to project 
management in Africa’ (Muriithi & Crawford, 2002). 
Their study is a good contribution in the search for answers regarding the research 
question, as it clearly shows that some elements of project management processes do 
not work if applied in other cultural environments. If the values and beliefs in a country 
differ strongly from the Western perceptions (origin of most project management 
standards) or a common work context, the probability is high that standard project 
management methods cannot be used with success. This paper shows that there is a 
clear limitation for project management processes and their use in other cultural 
environments like Africa.  
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The Hofstede framework can be used to understand that some management 
approaches do not work in collectivistic cultures  
The paper by Tan and Chong (2002) analyses the impact of power distance as one of the 
Hofstede cultural dimension in the Singapore construction industry. During this study 
the cultural framework by Hofstede was used to explain the correlation between 
different project success factors and the power distance index (PDI). One result of this 
publication is that the perception of power distance is largely influenced by the 
organisational culture and by the employees’ value system. This confirms the findings 
which have been mentioned in other studies of the interrelated cultural spheres 
introduced by Karahanna. In addition to that, twelve factors were identified by Tan and 
Chong having a relation to power distance. So PDI does relate to the project 
management processes. This outcome will be used as one result to contribute to the 
review objectives.  
There are strong indications that cultural factors such as PDI have influence of 
project management processes 
The research Steel and colleagues (2010) performed is a meta-analysis of 508 studies 
which analysed cross-cultural influences. Besides the mainstream research directions 
such as Hofstede, Hall, and Trompenaars some publications looked at the status quo and 
where research stands concerning findings related to national culture and team work. 
The authors ask if the description of culture within national boundaries is appropriate or 
if research on national culture needs to look for descriptions on the individual level. 
Project managers working in the Middle East with their teams need to have tools and 
processes which consider culture on the individual level. According to Steel and 
colleagues these individual cultural values need to be understood before working out 
ways to work with the team or change processes. This individual culture may be close 
to a national culture, but conclusions cannot be drawn to the project team level. It is 
required to describe a person with individual characteristics and look at her cultural 
values apart from all others (See Figure 7).  
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Steel and colleagues conclude that a relation between the individual characteristics and 
the characteristics of national culture was found. 
For individual characteristics, the findings confirmed a significant relationship 
between cultural values and SES, age, gender, education and generation.’ (Steel 
et al., 2010, p.228) 
 
 
Figure 7: Multi level model of cultural values and the research hypotheses (Steel et al., 2010, p. 216) 
With regards to this thesis, Steel and colleagues provide valuable results which have 
relevance for the development of a theoretical model as suggested by the research 
objective O2. If the theoretical model uses national culture as the underlying construct, 
it is required to have a large team (sample size) to make sure that the project team has a 
sufficient number of representatives for the application of national culture (e.g. by using 
the Hofstede approach). If the project team is small, it may be required to work with 
models measuring the individual culture before describing the relation to project 
management processes in a theoretical model. 
There is a difference in national culture and individual culture. Depending on 
the size of the project team, this fact has to be taken into account to create a 
valid theoretical model  
As a matter of fact, this research cluster C led to some new research findings which will 
be considered for the development of the PMI framework so that it accounts for the 
requirements of project management processes in the Middle East. The difference of the 
individuals’ culture versus the national culture of a large group has to be a prerequisite 
for the development of a framework. Furthermore, during the data collection process 
this fact has to be included in the analysis, especially since the sample size of the 
empirical fieldwork and collected data may be too weak for a statistical relevance.  
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One publication by Loosemore and colleagues (1999) describes the specific impact on 
project crisis situations in the Middle East where the high degree of UAI as a typical 
characteristic for the Arabic cultural background hinders the flexibility required to cope 
with this difficult situation. The findings confirm the fact that the UAI dimension has a 
strong influence on project management processes. The paper also discusses that the 
low UAI score for the involved British nationals may be seen as an advantage for 
project management, as this dimension results into a very pragmatic way to deliver the 
agreed project tasks. For the UAI dimension, Loosemore and colleagues explain that the 
UK high level of individualism (IDV=89) may cause problems during project and argue 
that 
‘… Arabs would tend to perceive this behaviour as disloyal, dishonourable and 
selfish.’ (Loosemore et al., 1999, p. 97) 
Besides, the UAI dimension the scores for IDV may also result into problems between 
team members if they originate from different countries where the scores of the IDV 
dimension are pointing to opposite directions. The tension between individualistic and 
collectivistic tendencies was seen to have an effect during the project team formation 
process. Individuals with high IDV characteristics may tend to seek their own position 
in the project without caring too much about the other team members. National cultures 
with a low IDV would prefer to build an in-group as part of this team instead of seeking 
for the individual role. These findings confirm the assumption of this thesis that some 
characteristic behaviour can actually be explained by using the Hofstede dimensions. 
The following proposition can be derived from the research performed by Loosemore 
and colleagues 
The Hofstede dimensions IDV and UAI influence project management processes 
The next reviewed source is a paper by Geert Hofstede himself (1983) in which he 
discusses his own dimensional framework in the project management context. Hofstede 
highlights that project management is a very task oriented discipline and that the 
existing theory behind project management is not interested in the relationships of the 
people involved. The USA scores highest on individualism and a high IDV index 
describe persons who focus on tasks, whereas low IDV individuals tend to have a 
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relationship orientation. Hofstede raises the question as to what is required to make 
project management work in collectivistic cultures. He comes to the conclusion that  
‘… the project manager should schedule time for relationship building into his 
PERT: For drinking coffee, waiting for authorities, attending village 
ceremonies.’ (Hofstede, 1983, p.46)  
In addition to that, Hofstede’s paper looks specifically for a relational context for the 
dimensions power distance PDI and uncertainty avoidance UAI on project management. 
He discusses both dimensions in the project context as they both seem to have a strong 
impact on project management. If organisational challenges and changes occur the 
question is how these issues can be solved. If the project takes place in a country with a 
high PDI, tall hierarchies can be expected. These tall hierarchies might motivate the 
individual to bring this problem to the next higher level, but the dimension UAI has an 
additional effect, as a culture with a high UAI would amplify this tendency, while a 
culture with high UAI and low PDI would solve the problem with a setting down of 
rules for this problem. As a matter of fact, Hofstede is of the opinion that the interplay 
of UAI and PDI affects project management. So Hofstede sees the dimensions UAI, 
PDI and IDV as being responsible and worth considering for having effects on the 
project management process. Both Loosemore and Hofstede do not look at specific 
project phases or project management processes but discuss the potential influence of 
the dimensions scoring high/low on project management in general. One aim of this 
thesis is to move one step further and to develop a framework which specifically looks 
into project management processes and project phases in relation to each cultural 
dimension. 
The Hofstede dimensions PDI and UAI strongly influence project work and may 
lead to project related problems or delay  
The third paper in this section is a publication by Bredillet and colleagues (2009) 
analysing the role of cultural factors on project management according to Hofstede. The 
authors developed a PMDI (Project Management Deployment Index) which reflects the 
capability of a country to execute a project. The PMDI is calculated on the number of 
certified project managers per country in the relation to its population. The research 
shows which factors have a positive impact on project management practice and which 
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factors are negatively correlated with a selected Hofstede dimension. One result from 
this research is: 
‘The project management is better deployed in countries having low power 
distance (with negative significant correlation), individualism (positive 
significant correlation), and low uncertainty avoidance (negative significant 
correlation) scores.’ (Bredillet et al., 2009, p.189) 
As another finding the paper concludes: 
‘The project management deployment is not impacted by the MAS dimension.’ 
(Bredillet et al., 2009, p. 189)  
Lastly, a recent publication by Rees-Caldwell and colleagues (2012) looked at specific 
influences of cultural differences for project planning and other project management 
variables such as scope, integration, quality and risk. This publication is using the 
Hofstede cultural dimensions, but also other dimensional models and national culture 
variable to assess the impact for different project variables. The study is specifically 
focussing on the analysis of British and Arabic project managers. Their researched 
analysed in details how the dimensions PDI, UAI and LTO are linked with integration, 
quality and risk management as project elements. As one result the authors discuss the 
positive effect of short-term orientation (low LTO) for value analysis and controlling 
and long term orientation (high LTO) having a positive influence for value planning. 
This paper is the only one which specifically links cultural dimensions with project 
management knowledge area. These findings will be used during chapter 9 for the 
development of the theoretical model for project management in the Middle East. Rees-
Caldwell and colleagues (2012) explain that: 
‘Our research study has found PM differences influences by NC in scope, time 
planning, integration, innovation/technology and communication.’ (Rees-
Caldwell et al., 2012) 
All four studies provide evidence that the Hofstede dimensions PDI, UAI and IDV have 
an impact on project management processes and knowledge areas. Only one of the three 
papers assesses the dimension LTO (Rees-Caldwell et al., 2012) and one looks the MAS 
dimension in the project management context stating that no (Bredillet, 2009) or only 
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limited (Hofstede, 1983) influences may occur. Since the dimensions LTO has ‘short 
term successes as a typical characteristic, it would be a valuable contribution to 
understand if evidence could be found for a link between LTO and project management. 
Regarding the MAS dimension, Hofstede came to the conclusion: 
‘Although the degree of masculinity or femininity in a country is very important 
for the self-concept of its citizens, differences in this dimension are less relevant 
to the way project management works.’ (Hofstede, 1983, p. 46) 
Although Bredillet (2009) states that the MAS dimension has no influence on project 
management, this should be verified, as one would think that a typical characteristic 
such as ‘caring for others’ should influence the team formation process while initiating 
the project. To summarize the dimensional influences on project management in this 
chapter, the following Table 13 provides an overview for Hofstede dimensions having 
influence on project management processes according to literature. Two papers from the 
previous chapters were included which also identified cultural factors which have an 
influence on project management processes (Tan et al., 2002; Chen et al., 2003) As a 
result of the above discussion and in light of research objectives the following 
dimensions were clearly identified having an impact on project management:  
PDI, UAI, IDV and LTO 
No or limited influence was described for the dimensions:  
MAS and IVR 
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The following Table 13 summarizes the positions from this literature stream: 
YES The reviewed paper provided evidence for an influence of the dimension on project 
management  
N/A The paper did not assess the impact of this dimension towards project management or 
could not identify an influence towards project management processes 
NO The paper concludes that there is no influence on this Hofstede dimension towards 
project management  
Table 13: Summary of Hofstede dimensions influencing project management processes 
Papers on project management and 
Hofstede 
PDI UAI IDV LTO MAS IVR 
Loosemore et al. (1999) N/A YES YES N/A N/A N/A 
Hofstede (1983) YES YES YES N/A Limited N/A 
Bredillet et al. (2009) YES YES YES N/A NO N/A 
Tan et al. (2002) YES N/A N/A N/A N/A N/A 
Chen et al. (2003) YES N/A YES N/A N/A N/A 
Mäkilouko (2004) N/A N/A YES N/A N/A N/A 
Lee-Kelley, L. and T. Sankey (2008) N/A N/A YES N/A N/A N/A 
Rees-Caldwell, et al. (2012) YES YES N/A YES N/A N/A 
Zwikael, O., K. Shimizu, et al. (2005) N/A YES N/A N/A N/A N/A 
The LTO dimension was assessed in one of the four reviewed papers during this 
chapter. This gap in current research has to be considered for the instrumentation of this 
thesis since questions around time perception and LTO should be designed to 
understand if there may be an impact of LTO towards the discipline of project 
management. The dimensions PDI, UAI and IDV have shown an impact on project 
management practice without differentiating between the multiple causes for the delay 
or communication problems.  
Influences on project management processes were identified related to the cultural 
dimensions PDI, IDV and UAI. For LTO dimension one study provided findings, and 
for the MAS dimension only one publication showed results for a limited influence.  
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For the LTO dimension there is a clear gap in the current research as only one source 
analysing LTO and project management processes was identified  
To summarize the review of sources regarding Hofstede and project management 
processes, the following research objectives and the related gaps in Table 14 show that 
there is still a need to perform more research as the current available literature only 
offers few results.  
Table 14: Research objectives linked with research results and gaps for cluster C 
Research objective Gaps and recommendation for further research 
O1* 
Identify cultural 
factors that influence 
the applicability of 
project management 
frameworks in the 
Middle East 
 The Hofstede framework can be used to understand that some management 
approaches do not work in collectivistic [low IDV] cultures (Loosemore et 
al.,1999; Hofstede, 1983; Bredillet et al.,2009) 
 Influences on project management were confirmed related to the 
characteristics of the cultural dimensions PDI, IDV and UAI. For the MAS 
dimension one publication provided findings for a limited influence 
(Loosemore et al.,1999; Hofstede, 1983; Bredillet et al.,2009; Tan et 
al.,2002; Chen et al.,2003;Mäkilouko, 2004; Lee-Kelley, L. and T. Sankey, 
2008; Zwickael, O., K. Shimizu, et al. (2005) 
 For the LTO dimension there is a clear gap in the current research as no 
source analysing LTO and project management was identified. Only Hill, C. 
E., K. D. Loch, et al. (1998) indicated that more research concerning time 
perception [LTO] in the Arab context may be required. A study by Rees-
Caldwell, et al., (2012) presented results on the project management 
elements quality and integration management 
 National culture strongly influences the initiating and planning project 
management processes (Bredillet et al., 2009) 
O2* 
Develop a 
theoretical model 
to explain the 
cultural influences 
on project 
management 
frameworks 
 There is a difference in national culture and individual cultural values. 
Depending on the size of the project team this fact has to be taken into 
account to create a valid theoretical model (Steel et al., 2010) 
 The paper by Rees-Caldwell, et al. (2012) offered many findings and 
linking points which can be used as secondary data for the development of a 
theoretical model. 
O3* - Understand 
the key challenges 
for project managers 
in the Middle East 
O4* Analyse which 
other factors may 
influence the 
management of 
projects in the 
Middle East 
 A purely task oriented leadership style leads to project related problems, 
whereas project managers who are culturally competent facilitate a positive 
project progress. Training is recommended to improve the cultural 
competence of the project team (Loosemore et al.,1999; Hofstede, 1983) 
As expected cluster C provides specific results, based on Hofstede dimensions, 
explaining cultural factors to have an influence on project management processes. The 
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identified gaps may be used to refine the research questions which can be used together 
with the empirical data to develop improved PMI project management processes. 
 
4.5. Table summarizing the literature review  
After critically reviewing the literature, the key theoretical constructs in the field of 
national culture and its influence on project management were discussed. The following 
Table 15 includes the most relevant publications which helped to shape the research 
objectives and provided evidence for the existing research gaps.  
Table 15: Summary of the most relevant research results by reviewed source 
Author(s) /  (Year) / Title / Journal Brief synopsis of the findings 
Avison, D. E. and M. D. Myers (1995). "Information 
systems and anthropology: and anthropological 
perspective on IT and organizational culture." 
Information Technology & People 
The authors confirm that national culture has an 
influence on project management while working in 
diverse teams 
Chen, P. and D. Partington (2004). "An interpretive 
comparison of Chinese and Western conceptions of 
relationships in construction project management work." 
International Journal of Project Management 22(5): 397-
406 
The publication confirms that national culture has a 
strong influence on project management in bi-cultural 
project teams The authors recommend developing a 
high performance culture to improve the team work in 
a diverse team; otherwise there is the risk for project 
delay. The paper provides evidence that the Hofstede 
dimension IDV influences project work and can lead to 
project related problems. 
Raiden, A. B., A. R. J. Dainty, et al. (2004). "Current 
barriers and possible solutions to effective project team 
formation and deployment within a large construction 
organisation." International Journal of Project 
Management 22(4): 309-316 
The paper confirms that the team formation process 
covering the PMI initiation and planning phase is 
strongly impacted by national culture.  
Chevrier, S. (2003). "Cross-cultural management in 
multinational project groups." Journal of World Business 
38(2): 141-149. 
The development of a joint transnational culture may 
facilitate projects being carried-out more efficiently 
Ochieng, E. G. and A. D. F. Price (2010). "Managing 
cross-cultural communication in multicultural 
construction project teams: The case of Kenya and UK." 
International Journal of Project Management 28(5): 449-
460 
National culture has a strong influence in multi-
cultural teams. This multiple case study indicates that 
many projects were impacted by national culture. 
Some of the analysed projects some of them were 
delivered in the Middle East 
Lampel, J. (2001). "The core competencies of effective 
project execution: the challenge of diversity." 
International Journal of Project Management 
The author confirms that national culture is influencing 
project management and may cause project delay. The 
paper especially assessed the Middle East as a cultural 
region 
Sweis, G., R. Sweis, et al. (2008). "Delays in 
construction projects: The case of Jordan." International 
Journal of Project Management 26(6): 665-674 
Change orders, poor supervision, approval processes 
are the main cause for project delay in the Middle East. 
Some of these characteristics seem to be culture related 
Walsham, G. (2002). "Cross-cultural software production 
and use: A structural analysis." MIS Quarterly 
 
The author describes that national culture influences 
teamwork and can lead to project delay. Training for 
cultural competence is recommended to reduce the risk 
for project delay. 
Ozorhon, B., D. Arditi, et al. (2007). "Effect of host 
country and project conditions in international 
construction joint ventures." International Journal of 
Project Management 
 
This paper analyses the Host country effect as a cause 
for delay. Regarding the research objectives this paper 
shows that the Middle East as a difficult working 
environment influences project management processes 
 
 
95 
 
Table 15: Summary of the most relevant research results by reviewed source 
Mäkilouku, M. (2004). "Coping with multicultural 
projects: the leadership styles of Finnish project 
managers." International Journal of Project Management 
 
 
The Hofstede dimension IDV influences the project 
work and can lead to project delay. The role of a 
cultural interpreter was introduced to reduce the risk of 
project delay or failure. 
Muriithi, N. and L. Crawford (2003). "Approaches to 
project management in Africa: implications for 
international development projects." International Journal 
of Project Management 
Current project management standards should be 
changed to take the requirements of Africa into 
account. This paper highlights that PM processes have 
to adjust to the cultural context. 
Bredillet, C., Yatim, F. et al. (2009). “Project 
management deployment. The role of cultural factors.” 
International journal of project management 
This publication provides evidence for the dimensions 
PDI, IDV and UAI having an influence on project 
management. For the MAS dimension no effect for 
project work was identified. 
Ford, D. P., Connelly, E., Meister, Darren B. (2003). 
"Information Systems Reserach and Hofstede’s culture's 
consequences: An uneasy and incomplete partnership." 
IEEE Transactions on Engineering Management 
The paper indicates the limited number of papers in the 
field of IS research and Hofstede in the cross-cultural 
context. The authors recommend using one common 
approach like Hofstede to conduct more research based 
on one common cultural framework.  
Gallivan, M. and M. Srite (2005). "Information 
technology and culture: Identifying fragmentary and 
holistic perspectives of culture." Information and 
Organization 
  
 
This research is a Meta-analysis of publications on 
project management and national culture in the IT 
industry. As one finding the paper shows that there is 
more need to rely on one common cultural framework 
for research on project management and national 
culture.  
Hill, C. E., K. D. Loch, et al. (1998). "A qualitative 
assessment of Arab culture and information technology 
transfer." Journal of Global Information Management 
 
The authors analyse IT projects in the Middle East and 
concluded that differences in time perception are 
influencing the project delivery. The paper indicates 
that the Hofstede LTO dimension may require further 
assessment. 
Hofstede, G.H. (1983). “Cultural dimensions for project 
management” Project Management Vol 1 
 
 
PDI, UAI, IDV have strong influence on project 
management processes. MAS has only a limited effect 
on project work as it may influence the team formation 
process during the initiation process group 
Lee-Kelley, L. and T. Sankey (2008). "Global virtual 
teams for value creation and project success: A case 
study." International Journal of Project Management 
 
 
The characteristics of Hofstede dimension IDV 
influence the project work and the in-group behaviour. 
Loosemore, M., Muslmani, S.A. (1999). “Construction 
project management in the Persian Gulf: inter-cultural 
communication." International Journal of Project 
Management 
The dimensions UAI and IDV have an impact on 
project management processes. 
Rees-Caldwell, et al., (2012). “National culture 
differences in project management: Comparing British 
and Arab project managers’ perception of different 
planning areas.” International Journal of Project 
Management 
The dimensions PDI and UAI have an influence on the 
project management elements Innovation, Risk and 
communication. The dimension LTO impacts 
integration and quality management. 
Steel, P. and V. Taras (2010). "Culture as a consequence: 
A multi-level multivariate meta-analysis of the effects of 
individual and country characteristics on work-related 
cultural values." Journal of International Management 
16(3): 211-233 
The authors conclude that analysing cultural 
dimensions in the field project management is only 
possible if the differences between individual cultural 
values and national culture have been understood. 
Tan, W. and E. Chong (2003). "Power distance in 
Singapore construction organizations: implications for 
project managers." International Journal of Project 
Management  
The dimension PDI has an effect on project 
management, but the degree of influence depends on 
the organisational culture of the company where the 
project is carried-out 
Zwikael, O., K. Shimizu, et al. (2005). "Cultural 
differences in project management capabilities: A field 
study." International Journal of Project Management 
 
 
The authors confirm that the Hofstede dimension UAI 
impacts project work. The authors highlight the need 
for more explanatory frameworks for project 
management with cross-cultural teams 
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During the literature review, there were some dominant directions the publications are 
following. A considerable amount of papers has been published following the Hofstede 
dimensional approach as the underlying theoretical framework to understand national 
culture in a project management context Chen et al. (2004), Mäkilouku (2004), Bredillet 
et al.(2009), Gallivan et al. (2004), Hill et al. (1994),  Hofstede (1983), Lee-Kelley 
(2008), Loosemore et al. (1999), Steel et al. (2010), Tan et al. (2003), Zwickael et al., 
(2005). Additional explanations and other influencing factors on project management 
were presented by Mäkilouku (2004), Bredillet et al. (2009), Hill et al. (1998), Lee-
Kelly et al. (2008), Loosemore et al. (1999), Rees-Caldwell et al. (2012), Tan et al. 
(2003) and Zwickael et al. (2005). Most of these publications emphasise the need to 
perform more research concerning the impact of national culture on project 
management. Interestingly, only few papers specifically addressed the impact of 
individual Hofstede dimensions on project management examples are Bredillet et al. 
(2009), Loosemore et al. (1999), Hofstede (1983) and Rees-Caldwell et al., (2012). All 
four mentioned authors provided evidence that the cultural dimensions PDI, IDV, UAI 
and LTO can be used to explain an influence on project management. Nevertheless, no 
theoretical framework was introduced where the context and causal effect from cultural 
and other influences was explained. This can be seen as another gap in current research 
which underpins the need to develop a theoretical framework as planned by the 
preliminary research objective O2**. One publication by Hill and colleagues (1998) 
looked at the LTO dimension from a general project management view and provided 
linking points to time perception which has not been analysed in depths by any of the 
discussed publications except Rees-Caldwell and colleagues (2012). This finding will 
be considered and carried forward into the methodology and research design chapter 5. 
Besides that very few papers looked specifically on project management in the Middle 
Eastern cultural context. For the research design, this fact has to be taken into account.  
After discussing the fundamental concepts of project management and culture during 
chapter 4, the following Table 16 summarizes the final research objectives O1-O4 
thematically grouped against the research questions RQ1-RQ2, which have emerged 
from the review of the literature, designed to meet the overall research aim. The 
preliminary research aims O1*, O2**, O3* and O4* were not refined further, because 
no further recommendations for changes could be derived from this review.  
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Table 16: Research questions linked with research objectives 
Research questions Research Objectives 
RQ1 - How do the cultural characteristics of 
the Middle East influence the applicability 
of the PMBoK? 
O1 - Identify ‘cultural factors’ that influence the 
applicability of the PMBoK in the Middle East 
O2 - Develop a theoretical model to explain the specific 
influences of Hofstede’s cultural dimensions and their 
characteristics for the applicability of the PMBoK in the 
Middle East 
RQ2 – What are the root causes for project 
related problems in the Middle East from 
the perspective of project practitioners? 
 
O3 - Understand the key challenges for project managers 
working in the Middle East through on-site visits and 
interviews 
O4 - Analyse which ‘other factors’ may influence the 
management of projects based on the PMBoK in the 
Middle East 
Based on the above research questions and research objectives, this thesis aims to 
analyse the applicability of the PMBoK knowledge areas in the Middle Eastern cultural 
context. Project managers have to acquire the awareness and knowledge for cultural and 
other factors as part of the international project challenge in the Middle Eastern project 
context.  
 
4.7. Summary 
All in all, this thesis contains one research aim, three research questions linked with five 
research objectives being used to search for answers regarding the research question. 
Many publications provided findings that indeed national culture influences project 
management processes. For the dimensions PDI, IDV and UAI evidence for an 
influence is available independent from a geographical region. The Hofstede 
dimensions LTO, MAS and IVR have not been assessed in depths, or the empirical 
results provided no or only limited findings for an influence on project management 
processes. For the LTO dimension, only one source was identified which addressed the 
research aim or research question by empirical evidence. Nevertheless some hints were 
found in the literature highlighting that time perception may play an important role for 
project management in the Middle East. The review of the related literature underpinned 
the importance for the Hofstede dimensional approach in the management science. This 
finding supported the decision to move on with the Hofstede dimensional model as one 
common element for the research on national culture within the project management 
field. So far many papers discuss findings that national culture has a strong influence on 
project work, but the development of a theoretical model to understand the applicability 
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of project management process in more detail still seems to be lacking in the current 
available research. Finally the review of the literature helped to identify the relevant 
gaps in the literature and helped to shape the focus of this thesis. The next chapter 5 has 
to include the results and assumptions from chapter 4 and should provide a suitable 
instrumentation and methodological approach for the empirical research and data 
collection planned to be carried out in two Middle Eastern countries. 
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5. Research design and methodology 
5.1. Introduction 
The research design and methodology chapter 5 starts with philosophical considerations 
and fundamental decisions about the research strategy. After concluding with a critical 
discussion of the related literature in light of the research questions and research 
objectives throughout chapters 2, 3 and 4 this chapter 5 continues the thesis by 
discussing a suitable research strategy. This chapter starts with an epistemological 
debate within the research context and provides an outlook into the main issues of 
qualitative research like the tests for validity, reliability and the transferability of the 
research results. The required research strategy and the refinement of the interview 
questionnaire as one part of the qualitative data collection will be discussed in the 
context of the research aim and the research question. Furthermore the possible risks 
while collecting data in the Middle East have to be explained. Finally, this chapter ends 
with a methodological description of the empirical data collection and themed approach 
for the data analysis. Since the description of a proper research methodology and a good 
design is a critical success factors for a good research design, the following Figure 8 
illustrates in a flowchart how the research design of this thesis is organised. 
Furthermore it provides an overview in which chapter the information will be found. 
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Research aim, research objectives and 
research questions
Discussing the case-study approach and 
the four tests for validity: Construct-, 
Internal-, External-validity and reliability
Designing the questionaire and map the 
questions to the Hofstede cultural 
dimensions. Define questions for other 
factors related to the research aim
Discussing the research design and 
methodology including the positions on 
the ontological-, epistomological-, 
methodological- and axiological-level
Preparation of the interviews in the 
Middle East: Creating the case study 
protocol, defining the multiple-case (two 
organizations) study design, and the 
project as the unit of analysis
Preparations for the data collections. 
Contact the companies, provide them 
with details about the research and 
arrange meetings on site
Definition of the research problem
Literature review #1: Describing the 
research context of the Middle East
Literature review #2: Describing culture 
and cultural models
Literature review #3: Gap analysis 
national culture and project management
Chapter 1
Chapter 2
Chapter 3
Chapter 4
Chapter 5
Relativist Realist
Interpretivist Positivist
Qualitative Quantitative
Field: Case Study Laboratory
Ontological Level
Epistomological Level
Methodological Level
Axiological level
Methodological Level
Relevance Rigour
Chapter 5.2.2
Chapter 5.2.3
Chapter 5.2.4
Chapter 5.2.4
Chapter 5.2.5
Chapter 5.3
Using the Hofstede model to describe 
national culture in the Middle East
Chapter 5.4
Chapter 5.5
Planning of the data analysis phase, data 
coding, data analysis using the software 
NVivo and the data display of the results 
Define the required input for the 
development of the theoretical model 
Chapter 5.6
Chapter 5.7
 
Figure 8: Flowchart of the research design and methodology  
  
 
101 
 
5.2. Research approach 
5.2.1. Philosophical considerations 
There are various research designs and approaches available that are bound to some 
ontological, epistemological, methodological and axiological position Fitzgerald et al. 
(1998). In general, there are two contrasting positions available that are actively being 
discussed in the scientific community. These two positions are divided in the relativist-
realist, positivist-interpretivist, qualitative-quantitative and other categories belonging to 
the so-called ‘hard’ versus ‘soft’ research dichotomies. The following Figure 9 shows a 
comparison between the so-called ‘hard’ and ‘soft’ approaches on the ontological, 
epistemological, methodological and axiological level. The discussion around the 
philosophical considerations is an important element to start with, because many 
decisions regarding the research strategy have an influence on the instruments for the 
data collection and analysis process. Depending on the decisions being made the next 
steps will result in a robust research design where the outcomes can be followed by 
other researchers in this field. 
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Figure 9: Competing research dichomies (Fitzgerald et al., 1998, p.11) 
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5.2.2. The ontological level 
On the ontological level, the two positions are the realist approaches with the 
underlying assumption that the reality consists of hard tangible structures and that the 
perceptions of this reality are independent from the individuals’ cognition. On the other 
hand there is the relativist approach, which is based on the existence of multiple realities 
that vary by the individuals’ cognition and description. This description of the multiple 
realities may differ depending on the cultural environment in which research is being 
conducted. Interestingly, by looking back at the Hofstede framework, the dimension 
long-term orientation is explained with a characteristic in which high LTO scoring 
cultures live with multiple truths, whereas low LTO (short-term oriented) cultures 
typically seek for one truth. So besides the research focus being dependent on the 
cultural environment, the methodological discussion is also blended by elements that 
depend on the cultural context where research is carried out.  
With a realist ‘hard’ approach, other individuals will be able to observe and describe the 
same results while working on a research project with the described setup. Since this 
research is looking into the influences of national culture on PMI project management 
processes, the position will be in the ‘soft’ side, accepting that there may be a difference 
in the perception of each individual’s reality. These various perceptions of the project 
situation linked with cultural context have to be taken into account during the data 
collection and analysis, as the different descriptions of the project situation may lead to 
multiple explanations and multiple underlying root causes.  
 
5.2.3. The epistemological level 
On the epistemological level this research is supposed to take a position as interpretivist 
objectivist research. The research results should explain a certain phenomenon and 
other researchers might be able to observe the phenomenon in a similar way, although 
the individual conclusions and descriptions may differ as the cultural context and the 
individual perception is never repeatable like in a ‘hard’ positivist research design. 
Although this approach will apply a reductionist viewpoint regarding the cultural 
context by using the Hofstede cultural dimensions in the project management context, 
the causal explanations as one important element for this research should allow 
developing a causal chain that does not require one universal truth. By working with the 
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cultural dimensions of Geert Hofstede the aspect of culture is reduced to a six 
dimensional framework, where typical characteristics are explained by using a bipolar 
scale. One objective of this research is to expand this reductionist viewpoint by 
explaining in what way cultural dimensions scoring high or low may affect the PMI 
project management processes. To maintain some degree of objectivity, the researcher 
will not involve himself into the research situation like in action research settings 
(McNiff et al., 2002), but will take an external standpoint without being involved too 
much in the research context to avoid a bias by being part of the research situation.  
 
5.2.4. The methodological level 
Most of the philosophical discussions are taking place at the methodological level and 
whether a qualitative or quantitative setup is the appropriate research design, there may 
not be a simple answer on the methodological level by simply trying to find the superior 
method.  
‘In this respect, the central point is not if one method is superior to the others in 
general, but how to choose the most appropriate method for a specific research 
framework. Quantitative methods and quantitative research are not superior by 
themselves, and the progress of a discipline does not necessarily depend on the 
proportion of quantitative versus qualitative research. Rather, it leans on the 
quality of the research projects and of their results, no matter the methods 
employed, provided that the methodological choices are coherent with the 
research design and the methods have been carefully and rigorously 
implemented.’ (Bartezzaghi, 2007, p. 193) 
With a quantitative ‘hard’ set-up, typically specific isolated variables are being assessed 
in an experimental and controlled setting. As a result of a quantitative approach the 
dependency between variable A and variable B can be analysed and specific evidence 
for the influence of A on B can be explained.  This type of setting is appropriate if the 
researcher has the possibility to create a controlled environment and can perform data 
collection under experimental conditions in a clear research design. Once the evidence 
could be described other experiments should come to the same results, if they can create 
the same situation under the same controlled conditions. To retrieve an amount of data 
that is statistically relevant, a minimum number of experiments need to be conducted to 
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draw valid conclusions and select the appropriate method for this type of research. In 
many fields of research, the ‘hard’ research approach is preferred, as especially new 
disciplines have to establish their research in the science community; the ‘hard’ 
approach seems to be more suitable. One example from the IS research field underpins 
this statement regarding this methodological discussion for the relatively young field of 
IS research. 
‘The preoccupation in the IS field with 'hard' research approaches is manifested 
in the excessive reliance on positivist and quantitative, often laboratory-based, 
strategies for IS research.’ (Fitzgerald et al., 1998, p.11) 
In the methodological choice between the quantitative and qualitative approach the 
underlying question is:  
What type of research approach is suitable according to the research aim of this 
thesis? 
To analyse the effects of group or participants’ behaviour in the area of project 
management in a quantitative setting, some team members need to be separated from 
the group to work on certain project problems under controlled (experimental) 
conditions. As a research instrument, questionnaires and observation can be used and 
the results are brought into a numeric scheme. In quantitative research, the independent 
variables have to be identified clearly by Creswell (2003). By discussing multiple 
variables and influences with the quantitative approach, the analysis of project 
situations in the Middle East may become very complex. In particular, some cultural 
aspects while working in diverse teams may lead to a multi-dimensional set-up. Some 
cross-cultural aspects and the current status of the team dynamics during the project 
work may be expressed by gestures, the tone of voice and other ‘soft’ characteristics. 
For this thesis, the aim of the research question is to look into root causes for different 
time perceptions, cultural factors and cultural dimensions and their impact on project 
management processes combined with the cultural context of the Middle East in a 
project team scenario; there are many variables which have to be understood, e.g., the 
influence of national culture, the group dynamics and team building process, individual 
behaviour in the group, the project phases and how the team will deal with time-
oriented project elements like milestones or the individual’s role in the project team. 
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The phase of the project life cycle that is currently being worked on is another factor 
that is considered to be of importance. This type of research is clearly qualitative and 
exploratory and should follow a qualitative research method, as the results should lay 
the first foundation for some observed phenomenon. Often qualitative research may 
lead to the generation of a research hypothesis that may be tested through a subsequent 
research project in a quantitative design. 
‘If it can be expected that common patterns of behaviour, the character of 
relationships or differences between subgroups have to be assessed, the analytic 
framework is typically a qualitative approach’ (Miles and Huberman, 1994) 
Due to this statement and the previous discussions, such as the one by Miles and 
Huberman (1994), a quantitative approach does not match the requirements of this 
research setup. Another advantage for this research setting is that by using the 
qualitative approach, every small piece of evidence, remarks or statements in formal 
and informal settings can be included as data to find answers for the research questions. 
The qualitative research process according to Creswell (2003) has some typical 
characteristics, as qualitative researchers may 
 Collect data in the field, where the participants experience the issue or problem 
of study; 
 Collect data through documents, observing behaviour or interviewing 
participants; 
 Typically gather multiple forms of data such as interviews, observations and 
documents rather than rely on a single source; 
 Through inductive analysis build their patterns and categories and organize them 
in a more abstract form.  
Yin confirms that the data source can be one of the following categories (Yin, 2009, 
p.86): Documentation, archival records, interviews, direct observations, participant 
observations or physical artefacts. 
For this thesis, the data collection was conducted in the Middle East; there are multiple 
sources for the data collection such as project documentation, the observation of project 
meetings and interviews with the participants or the project team. In addition to that, the 
limitation of a quantitative assessment is that a bias can occur in the measurement of 
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these values, because the data collected on a semi-structured interview basis and 
observations will depend on the cultural background of the participants, as each 
interviewee might understand some questions differently. As a consequence the 
research results could be biased and the process of filtering this cultural bias out could 
make the data analysis very difficult or even impossible. The individual’s attitude 
towards time is a subjective cognition and additional information is needed to describe 
this behaviour properly. Qualitative methodology can look at the overall setting and the 
characteristics of people in a group.  
‘This [qualitative] epistemological basis is typically used in complex multi-
dimensional research scenarios where more than one variable needs to be 
assessed. In group work settings particularly this interpretivist approach is used 
to describe a situation, discuss the findings and infer conclusions. Multiple 
interpretations are valid and various variables are part of a described 
phenomenon. The captured data will be collected during the project work.’ (Yin, 
2009, p.86)  
Nevertheless qualitative research is often criticised as there are some disadvantages by 
applying this methodology.  
‘Although this kind of research is sometimes criticized for not being 
generalizable, there are two ways in which it is, namely A) through the theory 
that is generated. Such theory then becomes available to others to test and apply 
polarization; and B) Though it might be only a single case study, it might 
contribute to an archive of studies on a particular issue which then become 
reinterpreted.’ (Woods et al., 2006, p.23) 
Furthermore by capturing data by using a qualitative strategy as the single technique for 
data collection, there is the opportunity in qualitative research to use the concept of 
triangulation to build up a reliable and robust argument based on the different types of 
data being available. Researchers using a qualitative research design have to keep in 
mind that there are also some risks being associated with this type of research. 
‘Qualitative research can be a high-risk, low-yield enterprise. It can take time to 
negotiate access, assemble a sample, develop trust and rapport; find out what is 
'going on' or what people are thinking.’ (Woods et al., 2006, p.24) 
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According to experience this may indeed be one of the main problems for this research 
while working in the Middle East. The Middle East is a difficult region for data access 
and there is a high risk that data will not be provided since building up trust is a 
prerequisite to perform research. The time to build up trust with individuals and 
organizations on site may even be a threat to the whole project. 
 
5.2.5. The axiological level 
For the axiological level, the two positions are: working with a hypothetic-deductive 
testing, paired with a positivist research paradigm; or the creation of external validity by 
the use of actual research.  The latter focusing on the relevance of the research for 
practicing “soft” instead of hard hypothesis testing in a rigorous experimental design. In 
the light of the above discussion and the available options for the data collection 
process, the selected methodology will be:   
A relativist-interpretivist exploratory qualitative case-study approach using the 
Hofstede’s cultural framework as the underlying basis 
 
5.2.6. General considerations for the research design 
For this research project, two organisations (cases) with six projects (units of analysis) 
in two countries in the Middle East (research context) were visited while working on the 
data collection. Although access to a third organisation and country was planned, it was 
not possible to gain access within the planned timeframe for the data collection. As 
planned, it was possible to include one conservative ‘not free category society’ 
according to Badawi (2007) Middle Eastern country, Saudi Arabia. In Saudi Arabia, a 
very strict form of conservative Wahhabi Islam is predominant, which has influenced 
the rise of some radical streams within Saudi Arabian society.  
‘About two centuries after Al-Wahhab, the puritanical interpretation of Islam 
was revived by Abû al-A’lâ Mawdûdi (1903–1979) in Pakistan and by his 
fervent disciple Sayyid Qutb (1929–1966) in Egypt. These two thinkers had a 
deep influence on today’s Islamist movement, in particular, on Osama ben-
Laden (Saudi Arabian) and his lieutenant in el qâ’ida, Ayman al-Zawahri 
(Egyptian).’ (Platteau, 2008, p. 341) 
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Getting access to organisations in Saudi Arabia was extremely difficult, as Saudi 
organisations are in general very reluctant towards externals (non-Muslims) seeking 
empirical data. With the help of a good network facilitated by the Hannover chamber of 
commerce and the help of the minister for economics of the state of lower Saxony some 
contacts with Saudi companies could be established. Site visits and meetings at the 
Riyadh chamber of commerce and the German embassy in Riyadh were required 
beforehand. This experience shows that collecting data is not only a matter of choosing 
the right methods, but strongly depends on the political framework in the region the data 
collection planned and the patience of the researcher to work on activities to build up 
trust with Saudi decision makers. Clearly for this research project, the key challenge 
was to convince companies in the region to participate in this research at all, and to get 
team members to provide accurate information during the interviews. Middle Eastern 
companies are typically government-owned and depend on exploration of natural 
resources like oil, gas or other raw materials. Information about projects and especially 
about a project’s struggles is kept strictly confidential. This phase took much longer 
than expected and consumed a lot of the overall project time. The timespan to liaise 
with companies to participate in this research project stretched over more than 12 
months. The original plan was to use four to six months to build up trust with the 
decision makers in these countries. During this time, the countries of Saudi Arabia, the 
United Arab Emirates (UAE), Abu Dhabi (UAE), Kuwait, Qatar and Oman have been 
visited multiple times by the author of this thesis. Eleven companies have been visited 
on-site and contacted after the trips via phone to talks with the some representatives. 
While visiting the organizations on site, the signals from the decision makers for 
research participation were very promising. With a couple of contact persons it was 
agreed to schedule further visits for interviews and to collect other data. Visits with 
project teams including site visits were offered. Until the summer of 2009 a total of 22 
companies had been contacted by phone calls. Twenty companies did not grant 
permission to collect data within their organization. The main reason to refuse the 
participation was that top management had to decide about the interviews and visits; 
this took so long in most cases that this seemed to be the polite answer for:  
‘No, we don’t want any externals to perform research inside our organisation’ 
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Although none of the representatives said that directly, not answering to a request for an 
Arabic negotiation partner is often used as the easy and friendly answer to say ‘no’. 
Many Middle Eastern countries see a direct ‘no’ as a root answer that is not accepted 
during or after negotiations, as individuals were avoiding ‘losing face’. As another 
excuse, many contact persons mentioned their projects being at a difficult stage and said 
the project team members have to focus on the project deliverables instead of spending 
time with an external researcher distracting them from their work. One representative in 
the Emirate of Abu Dhabi even argued that interviews were illegal according to UAE 
law. This information could not be validated, but another government owned company 
in Abu Dhabi was very reluctant as well. The general difficulty to gain access to Middle 
Eastern companies was also mentioned by Loosemore and colleagues (1999). 
Although access to some companies was granted, the author of this thesis would have 
chosen another country if the difficulties were clear beforehand. In addition to a huge 
amount of time, a good amount of capital was invested into these ‘door opening’ 
activities. This, besides other facts, explains why so few research results are available in 
the Middle East, especially for Saudi Arabia. Finally, in November 2009 data could be 
collected in one large construction company in Riyadh. The name of the company and 
the names of interviewees had to be kept confidential in the context of this research. 
The company requested to maintain confidentiality concerning names and visited sites. 
Although the experience in Saudi Arabia showed many characteristics of on autocratic 
regime, it has to be pointed out that the countries in the Middle East represent a large 
spectrum of political structures like on the other side of the political spectrum the 
‘partly free’, according to Badawi (2007), Islamic countries like the United Arab 
Emirates (UAE) or Kuwait had been planned to be involved in this research. This goal 
could be reached by involving a second government owned company from the oil and 
gas sector in Kuwait into the research project. The question remains how the degree of 
freedom in these societies can be measured or described. Most Middle Eastern countries 
are run by autocratic rulers or monarchies.  
‘All other 18 countries, for which data is available, either fall into the partially 
free category (Bahrain, Djibouti, Kuwait, Morocco, Tunisia, United Arab 
Emirates and Yemen); not free category (Iraq, Mauritania, Oman, Qatar, Saudi 
Arabia, Somalia, Syria)’ (Badawi et al., 2007, p.816) 
 
111 
 
The group of the ‘partly free’ countries are regions that are about to modernise society, 
seeking international investments to change their societies to democratic systems and 
develop towards individual freedom. On the other hand, these countries still try to keep 
their Islamic values and traditions with the acceptance of other religions being part of 
their society. These countries are mostly ruled by an autocratic leader who may be 
perceived by the population as a godfather rather than a dictator. A good example for 
the moderate ‘democratic’ group of countries in the Middle East is Lebanon.  
The evidence of the regime type classification for the Arab world suggests that 
only Lebanon (excluding the civil war years)’ … ‘has experienced democratic 
rule.’ (Badawi et al., 2007, p. 817)  
The reason for covering a broader spectrum of political systems is that the collected 
data should be validated during the cross-case analysis as being independent of political 
frameworks and religious values. In moderate ‘free’ or ‘partially free’ Arabic countries, 
there may be a higher influence of Western expatriate managers for project teams. This 
may result in a better acceptance of project management processes, since people are 
more used to working with standard project management methods and tools. More 
conservative countries will probably have the project team staffed principally with a 
local workforce. In these cases, a higher rate of reluctant behaviour towards standard 
project management approaches could be the result. With two case studies, sufficient 
data should be available to analyse if the results can be seen as independent from the 
political framework in the Middle East.  
Although one may see the two cases as a limitation for the dataset, another argument is 
that it may provide a good basis and contribution for further research on project 
management processes in the Middle East, as few results are available regarding the 
research focus. Finally, the search for participating organisations for the data collection 
came to a good ending, as two organisations agreed to site visits and interviews. Many 
interesting findings came up during the data collection and while speaking with Middle 
Eastern project participants on the project sites. 
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5.3. Research design and case study approach 
5.3.1. The multiple case study approach  
For this research design, a case study approach was intended. Case studies are a 
comprehensive strategy to carry out research. The important element about a case study 
is that it is an empirical research phase (Yin, 2009). Case studies are strong for theory 
building and the development of holistic models to explain and understand complex 
dynamics (Barrat et al., 2011; Eisenhardt, 1989, Ravenswood, 2011). Furthermore, 
there are multiple other advantages by applying a case study design. 
‘First, it permits researchers to probe a particular question, or phenomenon, in 
great detail. In addition, the case study enables researchers to examine the 
impact of the social, or historical, context on a particular phenomenon. Third, 
the case study enables researchers to examine the specific empirical measures of 
a case at length, thereby gaining a multidimensional view of the matter in 
question. (Orum et al., 2001) 
The case study design was used as an appropriate approach due to the following 
advantages: 
 Properly conducted case study research is a truly scientific research approach 
which contributes with useful results for project practitioners. (McCutcheon et 
al., 1993) 
 The high exploratory potential, as the research is not purely limited to a specific 
questionnaire, but it allows the researcher to look beyond the focus of the 
research and understand additional phenomena or new contexts which can only 
be observed if the research design allows this holistic perspective.  
 Rich data will be produced, as the dataset is not reduced to a numeric value or 
dimension, but observations, documentation and even gestures while working on 
the ground provide additional information as a basis for the data analysis. (Orum 
et al., 2001; Eisenhardt, 1989) This can help the researcher to create a profound 
analysis and leads to conclusions that are based on multiple findings.  
 Qualitative data offers the potential to understand complex layers of interactions 
from national culture to project management processes. Substantive information 
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in what way culture is influencing the project management processes can be 
derived. 
 For this research strategy one research question was designed where the case 
study approach helps to find answers for the research question and provides a 
good platform to seek solutions for the described research problem. It offers 
room for a refinement of theory by using case study tactics (Eisenhardt, 1989; 
Yin, 1994). 
All the above arguments and the fact that two organisations want to participate in the 
research project, underline the selected research strategy, to move on with a multiple 
case study design. As this research is being conducted in the area of project 
management, the paper by Winter and colleagues (2006) shows in Figure 10 how theory 
and a contribution to practice can be linked together. 
 
Figure 10: Three elements for research in the area of project management (Winter et al., 2006) 
The above Figure 10 explains the context of theoretical considerations starting with 
‘Element 1’ carrying them forward to the methodological procedures as part of 
‘Element 2’ and evaluating them in the context paired with the selected focus of study 
within ‘Element 3’. For research on project management, all three areas were discussed 
in the previous sections. The next important step is to move on and understand the 
nature of high quality research. 
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5.3.2. Developing a good quality research design 
Before describing the exact procedure for the research design there are, according to 
Yin (1994), different tests necessary to validate the selected approach and choose the 
right case study tactic. There are four tests that have commonly been used to establish 
the necessary quality for empirical research.  These tests are for the: 
a. Construct validity,  
b. Internal validity,  
c. External validity  
d. Reliability  
The following section will discuss the underlying theory of the four tests in light of this 
thesis research strategy. 
 
5.3.3. Construct validity 
Construct validity describes case study tactics during the phase of data collection. 
Evidence and theory based on a single case study might be too weak to draw 
conclusions for other cases in the Middle East. There is much criticism regarding the 
case study approach. Critiques typically highlight the following weaknesses: 
 Selective bias is occurring (Barratt et al., 2011; Bitektine, 2008) 
 Some qualitative research projects lack rigour (Yin, 2009) 
 Lack of transferable results from the single case (Yin, 2009; Cavaye, 1998) 
 Lack of statistical relevance of the results (Modell, 2005)  
Many of the mentioned criticisms regarding the construct validity need to be addressed 
while working on the data analysis. Potentially, there are many threats related to 
qualitative research, especially the fact that a bias may occur if only one researcher, 
instead of a team, is performing the data collection and analysis. The interpretation of 
qualitative data was then conducted by one person who may look for the ‘right’ or 
’expected’ data. To avoid research results with low quality this fact has to be addressed 
and other rival explanations have to be looked for to produce rigorous results regarding 
the research aims. 
Another strategy to reduce the risk of bias is creating a case study report before starting 
with the phase of data collection. The researcher will write this brief summary after the 
 
115 
 
interviews and data collection has been completed on site. These preliminary case 
reports will be handed over to the project managers and interviewees to give them the 
opportunity to provide feedback and eliminate potential error during the data collection. 
The goal of the test for construct validity is to reduce the risk of measurement errors 
(O’Leary-Kelly et al., 1998). All of the above mentioned criteria and countermeasures 
increase the construct validity while working on the case study to aim for a good 
research quality.  
 
 
5.3.4. Internal validity 
Internal validity is an important task during the phase of data analysis. For a case study 
approach it is, according to Yin (2009), especially important to make sure that the 
patterns are recognised properly by the researcher or that a potential explanation for X 
can be identified because Y happened. The researcher has to make sure that there is no 
alternative explanation that was left out during the data collection. Another element for 
the task to test the internal validity is that once patterns can be identified based on the 
collected data, an explanation or multiple explanations have to be refined.  After these 
explanations were identified potential rival explanations should be tested and other 
reasons for a specific conclusion should be addressed. At this stage, it is required that a 
logic model will be designed. The logic model will help to explain the results caused by 
certain events, behaviours and other possible sources of explanation. For this multiple 
case study, the pattern matching and possible rival explanations will be used to test the 
internal validity. If similar patterns of answers from the case study questionnaire or 
observed behaviour can be found, they will be tested to underline or challenge the 
theoretical assertions regarding the research results. Another factor is that the 
investigator may have interfered with the unit of analysis. Just by being on the scene 
and talking with individuals’ about their role in the project, they might provide answers 
that he or she assumes that the researcher wants to hear, or which might be more 
opportunistic than to provide answers which reflect a problematic situation properly.  
‘To minimize internal validity threats, random assignment or use of a strong 
quasi-experiment must be combined with careful methodology.’ (Mark et al., 
2001) 
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The internal validity is part of the data analysis phase and needs to be conducted in such 
a way that the data can be interpreted in a correct manner. 
 
5.3.5. External validity 
Before entering the data collection phase, the external validity has to be ensured. This is 
done during the phase where the research is planned and the instrumentation will be 
designed. Critics typically say that a single case study offers only a poor basis for 
transferable results. The key question is if the results of one case study can be 
confirmed through a second or third study with the same research design? 
‘Whilst the positivist research tradition has emphasized statistical inference as a 
basis for generalizations, an increasingly accepted alternative criterion is that 
of analytical generalization based on close iterations between existing and 
emerging theory and empirical findings in accordance with some replication or 
extension logic.’ (Modell, 2005) 
Therefore, the used theory has to be tested by replicating the findings in a second or 
even third case study. Once a direct replication can be made the results can be accepted 
as the second or even third case shows strong support for the findings. 
 
5.3.6. Reliability 
The test for reliability means that if another researcher later on follows the same 
procedure in the same case, he or she should come to the same results. It means the 
theory can be confirmed by applying the same procedure to the same case (Yin, 2009; 
Orum et al., 2001). To create sufficient reliability, it is required to document the 
findings from one case in a structured database to offer externals to audit the database 
and structure of the data mapping. Secondly, reliability in enhanced by using a case 
study protocol in preparation for the data collection.  
The data collection process in the Middle East has been done by: 
 Documentation review 
 Observation of project meetings  
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 Formal and informal interviews with project team members 
For a qualitative setup, the mentioned options have strengths and weaknesses. A 
documentation review can be done multiple times, since the information is stable and 
covers facts and information about the whole project lifecycle. The limitation is that the 
documentation provided about the project can be incomplete or selective. If access to 
certain project information is denied, some of the project dynamics cannot be explained 
or assessed. By means of observation and interviews, some gaps in the documentation 
can be completed. The interviews can focus directly on the case study topic and the 
interviewee can provide direct information. The weakness of interviews may be in 
poorly constructed questions or answers where the interviewee provides information 
that the interviewer wants to hear. The observation of project meetings can highlight 
some very insightful behaviour and cover the project challenges in the context of a 
project meeting. The risk here is that the researcher might manipulate the results, simply 
by being in the room, or involving himself in the meeting. To avoid reliability problems 
Robert Yin recommends:  
‘The general way of approaching the reliability problem is to make as many 
steps as operational as possible and to conduct research as if someone were 
always looking over your shoulder.’(Yin, 2009, p.38) 
For this research project, the goal must be to obtain complete project documentation 
including documentation on project related problems, interpersonal or team problems. 
In addition to that, the interviews will be recorded and interview transcripts will be 
produced from each interview. All data will be stored into one central research database 
where the relevant documentation and all other material can be retrieved and analysed 
again at a later point in time. Another important element is that the interview 
questionnaires have to be well prepared and questions will be used to validate 
statements that have been made before by an interviewee. It is planned to use some 
open-ended questions and to have some specific questions to cover all thoughts and 
elements. If requested, the interview questionnaire can be sent out by email to the 
departments a couple of days before the on-site visits, to allow the participants to see 
what type of questions will be asked. The publication of the interview structure is 
another instrument for building up trust with the decision-makers and the key 
informants. Starting with a clear idea as to what data are needed will lead to a more 
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profound basis. With a transparent questionnaire and high quality question design, the 
risk that the results are not reliable will be reduced. 
‘The objective is to be sure that, if a later investigator followed the same 
procedure as described by an earlier investigator and conducted the same case 
study all over again, the later investigator should arrive at the same findings 
and conclusions.’ (Yin, 2009) 
Another important point to address in writing is the data confidentiality. A NDA (Non-
Disclosure Agreement) will be offered to ensure the confidential use of personal data at 
any stage of the project. As a benefit for participating companies, they will receive 
written recommendations derived from the research results. These recommendations 
may help the organisations to improve their way to carry out projects successfully. 
Furthermore direct advice may be provided through daily briefings and debriefings with 
the management on site.  
  
 
119 
 
The following Table 17 summarizes all aspects for the tests of validity and reliability as 
required for a good case study design. 
Table 17: Description of the applied case study design regarding validity and reliability 
Tests Case study tactics Applied measure for this thesis 
Construct 
validity  
(Data 
collection 
phase) 
 Avoid a researcher bias (Bitektine, 2009; 
Yin, 1994; O’Leary-Kelly et al., 1998) 
 Establish a causal chain and chain of 
evidence (Yin, 1994; Miles & Huberman, 
1994) 
 Provide key informants with a 
preliminary case study report (Yin, 2009; 
Silverman, 2010) 
 Use multiple sources of evidence such as 
documentation, interviews and 
observation (Yin, 2009; Silverman, 2010) 
 Use multiple sources during the 
data collection stage 
(documentation, interviews, 
observations, informal discussions) 
 Look for potential root causes for 
the observed behaviour 
 Create a preliminary case study 
report to validate the 
documentation 
 Look for multiple sources of data 
e.g. project plans, status reports 
Internal 
validity 
(Data analysis 
phase) 
 Critical data treatment during the data 
analysis (Yin, 2009; Miles & Huberman, 
1994; Mark, 2011) 
 Use data triangulation (Yin, 2009; 
Miles & Huberman, 1994; Modell, 
2005) 
 Apply pattern matching for multiple 
cases and multiple units of analysis 
(Yin, 2009; Mark, 2001) 
 Compare the single cases and perform 
a multiple case analysis (Yin, 2009) 
 Triangulate data from different 
sources 
 Use a two-step approach during 
the data analysis. Develop 
arising main themes, then look 
for patterns and develop the 
causal chain. 
 Compare the results from both 
cases to analyse redundant 
patterns 
 Deal with the presented data in 
a critical manner. Especially the 
data from the interviews needs 
to be assessed with caution 
External 
validity  
(Research 
design phase) 
 Use replication logic (Yin, 2009; 
McCutcheon, 1993) 
 Compare the cases and look for rival 
explanations (Yin, 2009; Mark, 2011; 
Modell, 2005) 
 Create a research design where 
replication logic can be used 
 Perform a cross-case analysis 
after the single cases were 
analysed 
Reliability 
(Data 
collection 
phase) 
 Create a case study protocol before 
starting the data collection (Yin, 2009; 
Miles & Huberman, 1994; McCutcheon, 
1993) 
 Use computerized tools to analyse the 
data and work on pattern spotting 
(Miles & Huberman, 1994) 
 Treat the data in a way as someone is 
looking over your shoulder (Yin, 2009) 
 Use a case study protocol to 
prepare for the data collection 
 Use NVivo software for the data 
analysis 
 Store all data in a electronic 
database so that the database 
can be used as a tool for re-
evaluation of causal chains 
Regarding the limitations of case study research, the researcher must not control the 
situation or exert strong influence on the group. If that happened, there could be 
unwanted effects, e.g., that a minority opinion of the researcher should become the 
leading opinion of the group.   
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‘If a person who insists on a certain procedure has an authoritative role in the 
group, the majority of the group can become insecure about how to proceed or 
solve a certain problem. The minority is then controlling the decision-making 
process. This can lead to a situation where the whole set-up and the results will 
become subjective.’ (Moscovici et al., 1985)  
Yin (2009) highlights the risk that participant observation can create a bias owing to the 
investigator’s manipulation of events.  
 
5.4. Preparation for the interviews in the Middle East 
After the philosophical considerations were discussed during chapter 5 the next step is 
to plan the field work in the Middle East and apply measures (Table 17) on how to 
analyse the results and findings in light of the research questions and research 
objectives. 
 
5.4.1. The case study protocol 
The preparation for the interviews, as one element for the data collection activities, 
starts with the instrumentation. It is planned to collect data from multiple units of 
analysis through structured and semi-structured interviews. In addition to that the 
relevant project documentation will be reviewed and site visits have to be planned to get 
an impression how the actual project work is and was delivered according to plan. 
Before designing of the questionnaire, a case study protocol has to be developed and has 
to be used before starting the interview phase to improve the data reliability.  
‘Especially for the interview approach and the reliability of the research data a 
case study protocol should be used.’ (Yin, 2009) 
The role of the case study protocol is to guide the interviewer before starting the 
interviews with the participants. By reading this protocol, the interviewer can 
understand the focus for the data collection and other important elements for the 
interviews. Without the case study protocol the interviewer might run into the risk of 
leaving the main line of inquiry by looking at other interesting aspects from the project 
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work by. Due to this the researcher needs to keep the following three guiding questions 
in mind: 
1. What is the project organisation and which national cultures are involved in the 
project team?  
This question assesses if a team setup is being analysed where Middle Eastern team 
members work jointly on the project delivery. For this research specifically the cultural 
characteristics of those team members have to be understood. 
2. What is the current working environment for the project delivery?  
3. How does the individual perceive the project timing, milestones and relation to 
the supervisor?  
The researcher should look at other factors as well, which may interfere with project 
management processes besides the influences from national culture. The full case study 
protocol can be found in Appendix B of this thesis.  
 
5.4.2. The number of cases and unit of analysis 
The data collection of this multiple case study was done at two organisations in the 
Middle East (Table 18): 
Table 18: Brief outline of the cases and reasons for their selection 
Case / 
Unit of 
analysis 
Type of organization / 
Country 
Main reasons for choice of case 
A / 
3 Projects 
Oil and Gas company / 
Kuwait 
 Existing contacts to the organization 
 Many projects are being delivered within the IT department 
 For three IT-projects data could be collected 
B / 
3 Projects 
Construction company 
/ Saudi Arabia 
 It was planned to have at least one unit of analysis in a 
conservative Middle Eastern country 
 More than 200 projects are being handled in parallel 
 Three projects were part of the data collection 
 High interest of the organization to find the underlying 
research for project delay as they had problems in the 
project delivery and were seeking explanations to improve 
their project delivery 
 
122 
 
The number of cases is critical and has to be discussed in the context of reliability being 
one test of high quality research. Case A describes three IT projects where two were in 
execution when the interviews were performed, whereas one project was already 
completed. Case B offered an analysis of construction projects in different stages of the 
project life cycle. While two projects were in an early stage (Initiating or planning) 
another project was completed a year ago and a full functioning building could be 
visited. The amount of six projects in total seems to provide a good opportunity to find 
answers for the research questions. Nevertheless it is important to choose how the case 
study results are treated. The available options for a case study design as presented 
Figure 11 are according to Yin (2009): 
 
Figure 11: Single-case and multiple-case designs (Yin, 2009) 
The above Figure 11 shows the different design options for single and multiple case 
designs. The approach for this research is displayed in the right bottom quadrant. An 
embedded unit of analyses in the context of a multiple case design. The context is the 
two Middle Eastern organizations (cases) and the unit of analysis is embedded in the 
context of the case (project). 
For the suitable number of cases and units of analysis, the question is when data 
saturation can be reached. By definition it can be reached if no more new influencing 
factors, no further data is being revealed even if more cases are being added to the 
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research as mentioned by Eisenhardt (1989) and Simister (1994). Eisenhardt (1989) 
suggests a number of units of analysis between four and ten and Miles & Huberman 
(1994) discourage the use of more than 15 units of analysis. The number of six projects 
seems to be a good amount to use, but it has to be discussed during the data analysis 
chapter if the required data saturation was achieved. By working in a qualitative design, 
it is important to distinguish between the statistical relevance of a quantitative study 
where a larger sample increases the reliability of a sample, and the qualitative 
environment which does not require a large number of samples to be convincing. A 
rigorous research design has to fulfil the four tests for good qualitative research as they 
were introduced during this chapter. The discussion can be concluded by anticipating 
that the number of projects can be sufficient. The six cases allow the use of replication 
logic for the findings from one case. The following Figure 12 displays the context for 
the unit of analysis in a flowchart format from the cases and analysis of the results to the 
theoretical model. The two cases each have three embedded units of analysis, which 
will be compared with each other by the within case analysis. In a next step, the two 
within case analysis will be compared to look for pattern matching and arising main 
themes. 
Case A
Kuwait
(oil and gas)
Case B
Saudi Arabia
(construction)
Embedded unit of 
analysis: Project 1
Embedded unit of 
analysis:Project 2
Embedded unit of 
analysis: Project 4
Embedded unit of 
analysis: Project 5
Embedded unit of 
analysis: Project 6
Cross-case 
analysis 
Development 
of theoretical 
model
Embedded unit of 
analysis:Project 3
Within case 
analysis
Within case 
analysis
 
Figure 12: Flowchart for the development of a theoretical model based on the two cases  
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The final step of the data analysis is the development of a theoretical framework on how 
to explain the influence of national culture on PMI project management processes. The 
theoretical framework will adapt the relevant PMBoK elements, so that it can take the 
requirements of the Middle Eastern cultural context into account as formulated by the 
research objective O1. 
 
5.5. Aims of the questionnaire linked with the underlying theory 
As part of the data collection procedure structured interview questionnaires were used. 
The applied questionnaire is split into four main sections. The following Figure 13 
shows the goals for each set of questions: 
 
Set of 
questions 1
Set of 
questions 2
Set of 
questions 3
Set of 
questions 4
Li
n
k 
w
it
h
 t
h
eo
ry
 /
 p
u
rp
o
se  Analyse the project 
setup
 Understand the 
project role of the 
interviewee
 Understand if the 
project is delays
 Understand the 
root causes for 
project delay 
 Familiarize with the 
project setup
 Understand the 
academic 
background and 
project 
management 
qualification/ 
knowledge
 Analyse which 
project 
management 
methodology was 
applied (PMI)
 Analyse time 
perception (LTO)
 Understand the 
attitude towards 
milestones
 Understand the 
attitude towards 
changes and the 
relation in the team 
(UAI, IDV)
 Assess the 
importance of quick 
results (LTO)
 Understand the 
relation with the 
superior (PDI, IDV)
 Understand the 
accessibility of 
decision makers if 
project problems 
occur (PDI)
 Analyse what 
happens if the 
superior can not be 
reached
 
Figure 13: Link the questionnaire with the theory and main purpose of the questions 
The first set of questions was designed to get a general understanding of the project 
setup and allows the interviewee to familiarize with the type of questions and the 
interviewer. Besides that, the researcher was aiming to reveal if the project was delayed 
and if the interviewee may describe the reasons responsible for the delay. Furthermore, 
the first set of questions seeks to understand the role of the interviewee within the 
project to gain an understanding of the specific responsibilities. The second set of 
questions was designed to achieve an understanding of the formal qualifications and the 
applied project management methodology. These questions were introduced to confirm 
if the person has some degree of formal qualification in the area of project management 
and is aware of the applied project management framework. The aim of this section was 
introduced to make sure that the causes for project management problems were not 
related to a lack of qualification.  
 
125 
 
The next sets of questions, three and four, were specifically designed to understand 
cultural factors, according to the Hofstede framework, having an influence on the 
project work, although other factors may as well arise from these questions. The 
questionnaire and the purpose of the questions will be explained during the following 
section in more detail.  
The interview questionnaire was designed using the English language. The question has 
to be raised, if this fact excludes a certain group of potential interviewees who are not 
capable to speak the language. Since the main audience of this interview questionnaire 
is aiming for project managers working in the Middle East, this risk can be excluded, 
because the project managers have to manage and control a large amount of expatriate 
workers and proper English skills are required to allow adequate communication with 
these people. It became clear during the actual interviews, that there are differences 
regarding the language skills, but there was no case where one targeted interviewee 
could not join the interviews due to limited language skills. 
 
5.5.1. Interview questions set one 
This section describes the questions of the interview and their main purpose and link 
with the Hofstede and project management theory. 
1.1.What was the size of the project team? 
Question 1.1 asks about the size of the project team to understand the complexity of the 
project and if other factors may influence the project management processes e.g. 
distributed teams. Since each project must have a project organization working on 
project tasks the interviewee should be able to mention the number of people working 
with him on the project. 
1.2.What were the nationalities participating in the team?  
Question 1.2 is validating which nationalities are working on the project.  The effect of 
the Middle Eastern cultural context should be analysed and the interviewee should state 
how the team is staffed. If a management role of the project is carried out by an 
expatriate worker, this has to be highlighted, as this will influence the analysis of the 
project. 
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1.3. Describe the individual roles of the team?  
1.4. What was the planned duration of the project?  
1.5. How long was the project end or major milestone delayed?  
Question 1.3 is designed to understand the role of the individual as part of the project 
team. As this research and other sources from the literature review section showed that 
projects in the Middle East often face challenges or are delayed, the questions 1.4 and 
1.5 are designed to underline if delays were occurring during the project delivery. 
1.6. If the project was delayed, what were reasons for the delay? 
The last question 1.6 in this section was designed to give the interviewee the 
opportunity to describe the potential reasons for project delays according to his own 
impression. The overall purpose of the first set of questions is to ask simple questions to 
support the data collection process by having a warm up phase. The following three sets 
of questions will ask questions which may be perceived as more intimidating for Middle 
Eastern nationals. 
5.5.2. Interview questions set two  
The next section contains questions that are designed around the professional 
qualification of the interviewees aiming to understand which project management 
theory is applied to manage the projects. Regarding the research question, it is important 
to understand if the PMI project management processes are being applied or not. 
2.1. What was the academic and/or professional qualification of the project 
manager? 
2.2. What were the academic and professional qualifications of each team 
member? 
Questions 2.1 and 2.2 asked the interviewee about his academic and professional 
qualifications or other qualifications of his project team members. It is important to 
understand how and in what way the individuals were educated to deal with project 
management requirements. If the individuals hold academic qualifications or 
professional project management certificates they should be able to split a complex 
project into phases and the interviewees should know the different phases of a project 
and how the related processes have to be managed. If the interviewee is not qualified to 
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manage a project, the reason for project challenges may have another background than 
the influence cause by cultural factors.  
2.3. What was the agreed methodology for project management used during the 
project?  
Since each organization should choose a project management standard before initiating 
the project, question 2.3 was posed to understand which project management standard 
was used, and if the interviewee knows about this decision or not. If the project is 
managed according to the PMI standard, that fact will help the analysis for the influence 
of national culture towards a specific process group or project phase. As mentioned 
during chapter 2, the PMI project management standard is the predominant standard for 
the Middle East. 
2.4. Which tools are used for the project management process?  
2.5. Who decided the use of the project management tools? Was this explicitly 
agreed in the team? 
After the project methodology question was clarified, the last two questions (2.4, 2.4) in 
section two ask about the use of computer based project management tools to support 
the project administration and the reporting processes. If a project management 
methodology was chosen the logical next step is to apply IT tools to visualize the 
project management process and to monitor and control the completion of working 
packages. Furthermore, the controlling of major milestones is typically part of modern 
project management software. This question also opens the opportunity to ask for 
additional project information such as project documentation and project plans. These 
are important elements to make sure that data triangulation can be applied during the 
data analysis phase. 
 
5.5.3. Interview questions set three 
The interview questions being part of set three were developed to understand the link to 
the cultural factors with the project management context. (Research objective O1)  
3.1. How binding are milestones in a project plan for you? (Link with the cultural 
dimensions LTO, UAI) 
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The first question 3.1 asks the interviewee if milestones are perceived as binding for a 
project or not. If the interviewee sees them as binding elements, this indicates that the 
interviewee acts according to the typical characteristics related to a low LTO score. A 
low LTO score represents the importance of short-term (quick) results while a high 
LTO score represents a cultural characteristic with a long-term perspective.  Individuals 
originating from a high LTO culture can be used to plan and think in long term multiple 
years rather than short-term results. The answers regarding these questions directly 
contribute to a gap in current research as no sources were identified during the literature 
review that have analysed the LTO dimension in the project management context. 
3.2. If a milestone cannot be reached within the agreed timeframe, do you think it is 
appropriate to force all project team members to work overtime and/or on 
weekends? (Link with the cultural dimensions LTO, UAI) 
3.3. Do you think there have to be consequences if a milestone cannot be completed 
as planned during the project? (Link with the cultural dimensions LTO, UAI) 
The questions 3.2 and 3.3 are designed to confirm the indication provided by the answer 
of question 3.1. In cases where the milestone is seen as an important element for the 
project life cycle, these two questions should provide content supporting the LTO score 
direction of the answer given to question 3.1. Due to the qualitative nature of this 
research there needs to be a confirmation from other data asking in a similar direction to 
develop supporting arguments based on the interview sessions. 
3.4. What would be an appropriate penalty for the person within the project team 
that is responsible for the delay?  (Link with the cultural dimension UAI, PDI) 
Question 3.4 may sound a bit drastic as it asks for penalties if the milestone goals 
cannot be reached. The answers from this question may deliver additional data 
indicating the individual profile for power distance and the degree of uncertainty 
avoidance. Individuals scoring high in power distance might accept penalties for 
subordinates as appropriate reactions on project delay. According to Hofstede (2001) 
findings for the UAI dimension may be observed, if the interviewee will not answer this 
question, or provides content which shows a high degree of uncertainty e.g. the appeal 
of the hierarchical control role (Hofstede, 2001, p. 170).  
 
129 
 
3.5. How can you assure that milestones will be reached in time? (Link with the 
cultural dimensions LTO, UAI) 
3.6. What is your attitude towards a requested overtime? (Cultural dimension LTO, 
UAI) 
3.7. How important are quick results for your position as a project manager right 
at the beginning of a project? (Cultural dimension LTO) 
Combined with the data provided by answering questions 3.5, 3.6 and 3.7., more 
information will be collected to understand the individuals’ attitude towards a milestone 
based project planning. In cases where the interviewee is a responsible project manager, 
question 3.7 links the importance of quick results with the Hofstede theory. ‘Quick 
results’ are a typical characteristic for short-term success and a low LTO score.  
3.8. What is your attitude towards unexpected changes during the project? 
(Cultural dimension UAI) 
Question 3.8 breaks the chain of questions around LTO, UAI and the perception of 
milestones and is aiming for a more detailed understanding of uncertainty avoidance 
UAI. Dealing with unexpected changes is a challenge for everyone during a project, but 
individuals with a high UAI may indicate that they do not accept changes or that these 
changes cause problems for the project delivery.  
3.9. Do you think it is an important characteristic for a project manager to be 
persistent? (Cultural dimension UAI, LTO) 
Being persistent is also a characteristic where a project manager might not accept 
changes and would insist on the original project scope. If questions 3.9 is answered in a 
direction that the individual does not like to deal with changes and keeps the position of 
the original scope, this finding may support the fact of dealing with an individual 
scoring high in UAI. 
3.10. How do you see a milestone based project plan in general?  (Cultural 
dimension LTO, UAI) 
The question 3.10 is coming back to the perception of milestones in the project. After 
asking towards another direction, the last questions are designed to understand the 
tendency of the LTO again. This general question will collect feedback of the individual 
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to analyse the direction where he may give responses on the view on a milestone based 
project plan in general. 
3.11. How important are good relations with your project team members for the 
project’s success? (Cultural dimensions PDI, IDV) 
The last question 3.11 from set 3 is designed to understand how the interviewee sees the 
importance of teamwork and how important good relations are for the delivery of a 
project. This question may provide data that is linked with the dimension individualism 
index IDV and power distance index PDI. All these dimensions might have influence on 
the teamwork. Individuals originating from a culture with a high PDI might see the team 
being far away and the people should just deliver their assigned tasks. Especially 
collectivistic cultures should be used to live and think in-groups (project team) versus 
out-groups.  
 
5.5.4. Interview questions set four 
The last three questions in section 4 of the questionnaire are designed to understand the 
relation between the superior and his subordinate. The data collected from the questions 
4.1 to 4.3 will be used to discuss the influence of power distance for the project 
management processes. Furthermore, it may provide some additional findings for the 
IDV dimensions. These questions are placed at the end of the overall questionnaire, as 
these questions are the most critical questions to ask. 
4.1. Describe the relation to your superior during the project. (Cultural dimensions 
PDI, IDV) 
Question 4.1 is asking about the relation to the superior. If the inferior feels that he does 
not have a good relationship with his manager, this can be an indication for a high PDI 
scoring culture. If the relation is good, this may also provide explanations of a low IDV 
in a group with team members originating from the same cultural background, religious 
group or family. 
4.2. Was your superior accessible during the project for you? (Cultural dimensions 
PDI) 
Question 4.2 clearly asks about a typical PDI characteristic. If the manager is not 
accessible this can be seen as typical for high scoring PDI. 
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4.3. Do you consider a long absence of your supervisor a risk for your project? 
(Cultural dimensions PDI) 
The last question 4.3 was designed to understand if decisions are delegated to the 
project team member when the manager is absent. Answers can be understood in the 
context of PDI dimension. Furthermore, it will be interesting if the interviewee will talk 
with the researcher about these topics or not. In cultures with a high score for PDI the 
individual might not feel comfortable explaining the relation to his or her superior, as it 
might not be a good relation.   
 
5.5.5. Summary of the interview questions and research objectives 
To summarize the discussion around the interview questionnaire, the following Table 
19 shows the relevant research objectives and potential findings for cultural factors for 
each question. 
X - Link between the research objective and the interview question 
Table 19: Interview questions linked with the Hofstede dimensions 
Question 
number 
Questions main topic Research 
Objective 
O1  
(Hofstede) 
Research 
Objective 
O2 
Research  
Objective 
O3 
Research 
Objective 
O4 
Comment / 
Aim of the 
questions 
1.1. Team size of the assessed 
project 
  X  Understand 
the project 
setup 
1.2. Nationalities of the team X    Middle 
Eastern 
nationals? 
1.3. Roles of team members  X X X Confirm the 
use of PM 
standard 
1.4. Project delay and / or other 
difficulties 
X X X  Understand 
project 
difficulties 
1.5. Delay of milestones/due dates X  X X Project 
delay and 
missed due 
dates 
1.6. Reasons for delay X X X X Understand 
the root 
cause for 
delay 
2.1. Qualification of interviewee   X X Is the 
interviewee 
qualified for 
PM 
2.2. Qualification of team members   X X Is the team 
qualified for 
PM 
2.3. Project management 
methodology 
X X X X Which 
methodolog
y is applied 
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Table 19: Interview questions linked with the Hofstede dimensions 
2.4. Project management tools X X  X Maturity of 
the project 
setup 
2.5. Decision process for PM tools X  X X Understand 
who chose 
the tools 
3.1. Are milestones perceived as 
binding 
X X  X Link to 
LTO and 
UAI 
dimensions 
3.2. Willing to work overtime X   X Understand 
the degree 
of UAI 
3.3. Consequences for delayed 
milestone 
X X  X Analyse the 
PDI, UAI, 
LTO score 
3.4. Penalty for team members X   X Analyse the 
PDI, UAI, 
LTO score 
3.5. Make sure milestones will be 
reached 
X X  X Analyse the 
IDV, UAI 
score 
3.6. Attitude towards overtime X   X Analyse the 
LTO, UAI 
score 
3.7. Quick results X X  X Analyse the 
LTO 
characteristi
cs 
3.8. Attitude towards changes X X  X Understand 
the degree 
of UAI 
3.9. Persistence of the project 
manager 
X X  X Analyse the 
UAI, LTO 
score 
3.10. Perception of milestones X X  X Analyse the 
IDV, UAI 
score 
3.11. Good relations in the team X X  X Understand 
relation 
with team  
4.1. Relation with superior X X  X Analyse 
relation to 
superior 
4.2. Access to superior X X  X Analyse 
relation to 
superior 
4.3. Absence of superior X X X X Assess 
power 
distribution 
After explaining the structured interview design and describing the links with the 
research objectives O1-O4, the next section (chapter 5.5) will describe the preparations 
for the data collection. 
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5.6. Preparations for data collection 
5.6.1. Sources of data from the case studies 
As we look into the options for the data collection there are multiple approaches 
available. Yin (1994) and Miles & Huberman (1994) highlight that data collected from 
multiple sources can support new models and theory by using data triangulation. 
Besides the interviews, the aim was to get access to ‘other’ project documents such as 
project plans, project status reports and project organization charts. To perform data 
triangulation, interview statements will be used against evidence from the project 
documentation. The semi structured interviews can be seen as the entrance point to the 
cases to gain a good understanding of the project(s) and to request additional documents 
from the interviewee to facilitate the analysis process. 
The interview questionnaires were used during the interview sessions in a printed 
version to write down personal notes and bullet points. A second copy of the 
questionnaire was handed over to the interviewee a few minutes before the interview 
started. The purpose of this copy was to create transparency for the upcoming interview 
questions and to have a chance for the interviewee to read the questions if problems 
occurred concerning the content of the posed questions. Instead of writing down notes, 
another option was to use a laptop to document the answers during the interview 
session, but this option was discarded as typing on a laptop during the interview may 
lead to scepticism. Additionally, a laptop between the interviewer and the interviewee 
may bring the interviewee to the impression that other notes and confidential comments 
could be documented by the researcher. The process of using handwritten information 
creates more transparency due to the fact that the participants can see what is 
documented on the interview sheets.  
Next to the handwritten notes, the interviews were audio recorded to help the data 
collection process. The recording allowed the researcher to listen to answers even after 
the interview was completed. Audio recording is on the one hand a critical instrument as 
this might again distract the interviewee and create an atmosphere of mistrust, but on 
the other hand tape recordings are an important instrument to make sure the data will 
have the required quality for the data analysis. Asking questions and making notes in 
parallel increases the risk of misunderstandings during the data collection process. Since 
the interviews were conducted in English, another argument for audio recording was the 
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fact that many Arabic individuals have limited English language skills and are speaking 
with a strong accent. Audio recordings provide the chance to double check what was 
‘really’ said by the interviewee.  The use of an audio recording device, which was in the 
case of this research project a small mobile phone, only had a limited influence at the 
beginning of the interview session. The interviewee and the management were asked for 
permission for audio recordings, which was granted during all interviews. Nevertheless, 
the researcher was under the impression that at the beginning of the interview the 
interviewees behaved a bit cautiously, but during the course of the interview the 
recording device did not play a role. The option to videotape project meetings was 
considered as well, as it can record the body language and verbal content of the 
interview or group meeting, but to set up a video camera and more physical equipment 
was seen as inadequate by the researcher for the planned interview sessions.  In addition 
to that, an extra permission was required to videotape inside the Saudi and Kuwaiti 
organisation and to film employees on site. Before the site visits the management of 
both companies were asked if filming on company premises was an option, but both 
denied videotaping was allowed as part of their company policy.  
 
5.6.2. Preparation prior to site visits 
For the preparation of the on-site visits in the Middle East the researcher introduced 
himself to the management of the organizations and provided a brief description of the 
research project and the aims. A structured process that is documented in the case study 
protocol was used (Appendix B) before accessing the companies. Furthermore, the 
companies were asked if they were interested in the results from the research. The Saudi 
Arabian company requested the preliminary findings that were provided in a 
presentation on site. Furthermore, the researcher offered to send the organization an 
electronic copy of this thesis. Once the thesis is finished the Saudi and the Kuwaiti 
companies will be asked if they like to receive an electronic copy of this thesis. 
 
5.6.3. Pre-test interviews with German project managers 
Before the data collection was started in the Middle East, two interviews were piloted to 
try out the questionnaire, and check if all questions are being understood the way they 
were designed. Two experienced German project managers who worked in the Middle 
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East participated in this interview session and conducted the full interview with the 
researcher. Although these two datasets were not used for the analysis, there are some 
interesting comparisons possible with the data collected during this pilot stage. The 
results from the Pre-Test interviews can be found in the Appendix C. 
 
5.6.4. The interview experience in the Middle East 
At the beginning of the data collection on-site most contact persons seemed friendly and 
open although the research project seemed to cause a high degree of reluctance towards 
the researcher from the company management and some project team members. While 
doing the interviews, multiple events occurred where the interviewees did not provide 
answers and acted very nervously. Researchers using questionnaires to get information 
from inside the company is still a very unusual instrument, whereas in European or 
North American countries, the use of interviews is common. The planning of interview 
sessions was a huge challenge for this research project. Before any interviews were 
started the research set-up was explained in detail to the company’s management and all 
participants from the involved departments. After talking to management during the 
first visits, one goal to become an accepted person for the project team and the 
management could be reached. To get data from multiple sources as explained in the 
research design visits and contacts on site have been planned. As a result of the data 
collection difficulties the research had been delayed. Originally the data collection 
phase was planned to start in May 2009 and was scheduled to be finish by October 
2009. Since the request for access and permission to perform interviews took much 
longer than expected, the first round of interviews with a visit in Saudi Arabia started in 
November 2009. The data collection in Kuwait was started in March 2010. Due to 
existing contacts in Kuwait the access to the company premises was a little bit easier 
than the one in Saudi Arabia, although the restrictions to review existing documentation 
were bigger in Kuwait.  
 
5.7. Preparations for the data analysis and data display 
For the data analysis the data was first reviewed by manual coding (chapter 5.7.1) in the 
printed versions of the interview transcripts and field notes. As a second step the 
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interview data, images, field notes and other artefacts were uploaded into NVivo 
(chapter 5.7.3) to perform nodal analysis and identify other themes from the dataset. 
 
5.7.1. Coding of the interview data 
The received data requires, as a first step, a walk through with manual data coding. The 
coding reduces the amount of data and allows the identification of main themes by 
comparing the codes from the interviews. Besides the interviews, there were other data 
such as field notes, pictures and results from informal discussion available. This data 
needs to be coded as well to find similarities and differences and increase the internal 
validity of the data analysis by performing data triangulation. By applying the codes, the 
data were divided into smaller portions that can then be assigned to a relevant category 
as per Miles & Huberman (1994), Yin (1994) and Silverman (2010). The coding of the 
data should be done multiple times and the data transcripts should be reviewed again. 
The approach to look on the data with different perspectives also increases the 
reliability of the findings. Before the coding started a list of codes was prepared to 
support the coding process. The following Figure 14 shows an example of an interview 
transcript with the handwritten codes.  
 Code      Meaning 
ATT-OVERT-OK =  Positive attitude towards overtime 
QUICK-RES-IMP  =  Quick results are important 
ATT-CHG-NEG  =  Negative attitude towards changes 
 
Figure 14: Transcript and excerpt of first manual coding of the interview text 
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The coding helped to identify some of the main patterns and formed the basis for the 
development of the first themes as the basis for further analysis.   
 
5.7.2. Data reduction and data display 
Qualitative data produces large amounts of data. Transcribed interview results, other 
documentation and observations easy cumulate to several thousand words of qualitative 
results.  A first step for data reduction was done before the data coding was performed. 
The coding of data is typically the first step to allow reduction of the data and bringing 
it to codes. The coding allows humans or computer programs to analyse the data easier 
than analysing rich text data where multiple statements are embedded in a large section 
of text or interview transcript. The process of data reduction cannot be seen as 
independent from the analysis, but it is clearly part of the analysis (Miles & Huberman, 
1994). After reducing the qualitative data, it is important not to run into quantification 
of the data. Qualitative analysis is not to convince the reader by numbers or codes but to 
provide a holistic perspective concerning the observed phenomenon.  
The logical next step after reducing the data is, according to Miles & Huberman, the 
data display. The data display in an assembly of organized and compressed information 
in a contextual framework.  Although the richness of data is getting lost by presenting 
the results into a framework or theoretical model, the data display is an important 
element to draw conclusions and develop a hypothesis which may be tested by 
performing additional work. The third and last step during the data analysis is 
conclusion drawing and verification. In this thesis there are four objectives, that have to 
be fulfilled as part of the overall research aim. Especially the objective O2 requires 
reducing the findings into a digestible form to cater for a development of the PMI 
framework, so that it accounts for the cultural characteristics of the Middle East. 
Besides that, the research objectives recommend to develop further displays of the 
research results to share them with the research community.  
 
5.7.3. Computer aided data analysis 
In addition to the manual coding the interview responses were stored in a qualitative 
data analysis tool NVivo. The use of this computer based tool helped the analysis 
process as it allows multi layered themed and nodal analysis and the review of data 
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multiple times. Furthermore, it allows the creation of causal chains, nodal networks and 
graphical analysis which improve the speed of analysis compared with manual 
techniques as explained by Grbich et al. (2010), Silver et al. (2010) and Westbrook 
(1994) 
‘Practical examples of the processes of preliminary data analysis, thematic 
analysis and coding are given and the debates surrounding computer 
management of qualitative data are also investigated in some depth.’ (Grbich et 
al., 2010, p.1) 
Besides that, the program was used to bring the data in a hierarchical structure and 
support the analysis procedure. NVivo offers the option to attach audio files (interview 
recordings) with text information. For the data display and development of the 
theoretical model, Microsoft Excel and Microsoft Visio were used, as these programs 
helped to create tables and display causal chains. Other documentation from the Saudi 
and Kuwaiti organisations (project plans, approval documents, images) were also stored 
electronically and assigned to the respective unit of analysis. An example screenshot 
from NVivo is provided Figure 15.  
 
Figure 15: Screenshot from Nvivo qualitative data analysis software 
Nevertheless, there is some criticism regarding the use of qualitative analysis software 
tools. Many problems are arising due to the fact that there is an over reliance on 
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software packages (Dierckx et al., 2012). The huge amounts of data can be managed by 
using a software tool, but often the software urges the researcher to follow a certain trail 
during the analysis and structure the data in a hierarchical manner, although it may be 
better to look for interesting themes by applying other analysis techniques. Therefore, 
an over reliance on computer aided techniques needs to be avoided.  
Paradoxically, computer-aided approaches often restrict rather than aid the 
analytical process. (Blismas et al., 2003) 
Based on the above discussion, the data analysis will be treated with caution. Besides 
using the electronic tool NVivo, the analysis will also be supported by the results from 
the manual coding and a review of the qualitative dataset.  
 
5.8. Development of a theoretical framework 
As formulated in the research objective O2, it is planned to develop a theoretical 
framework based on the findings from the empirical data analysis. The purpose of this 
framework is on the one hand to display the research results in a digestible form to 
project practitioners and on the other hand to share it with the research community. 
Especially for the purpose to link the developed framework with the theory and to 
increase the internal validity, it is required to link it with the related literature. 
According to Eisenhardt (1989), this literature comparison is important because the 
findings often rely on a limited number of cases. Due to this it is necessary to compare 
the results in light of the existing theory. This comparison will be done in chapter 8 of 
this thesis. 
 
5.9. Summary 
During this chapter the philosophical approaches for qualitative and quantitative 
research were discussed. The arguments for the selection of a qualitative procedure 
were balanced with options to use a quantitative approach. The underlying four tests for 
good case-study tactics according to Yin (2009) were described and discussed in light of 
the options for data collection in the Middle East. During the last part of this chapter, 
the interview questions were mapped to the research objectives aiming to understand 
the purpose of the questionnaire for the structured interviews on site. Furthermore the 
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importance of the case study protocol was introduced to the reader. As this research is 
of a qualitative nature, the importance of data triangulation was discussed. It is vital for 
robust research results to use other sources of data, such as paper based documentation 
or planning documents to create a good foundation for the identified main themes, 
theoretical constructs and conclusions derived from the data set. Finally the unit of 
analysis has been defined as the single project that is embedded in the two analysed 
cases where one was located in Saudi Arabia and the other one in Kuwait. The 
following chapter 6 will proceed by exploring the within case analysis.  
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6. Case study A – Analysis of results 
6.1. Introduction  
The preceding chapter 5 described the philosophical and methodological foundation for 
this thesis. The objective of chapter 6 and chapter 7 is to explore the characteristics of 
the two countries Saudi Arabia and Kuwait to understand similarities and differences of 
the research contexts. This is offers references to elements that may affect the 
interpretation of the dataset. In addition to that, this chapter will discuss the background 
of the data collection process and the analysed organizations including the six projects 
as unit of analysis. The factors that influence the project management practice will be 
displayed as causal networks at the end of chapter 8.  
During chapter 6 and chapter 7 the results are explained as within-case results, whereas 
chapter 8 will illustrate the ‘cross-case’ analysis and discussion of the results. The 
following Table 20 explains the procedure to carry the results from the within-case-
analysis forward to the cross-case analysis and finally to the development of a 
theoretical framework. During this chapter, the projects will be illustrated and analysed 
in the following order: 
Table 20: Project types and units of analysis 
Case / 
context 
Unit of analysis Project type / Brief description Country Chapter 
A Project 1 IT-Project (Server virtualization) Kuwait 6.3. 
A Project 2 IT-Project (Server Installation) Kuwait 6.4. 
A Project 3 IT-Project (Software development) Kuwait 6.5. 
The research context will be described with the following additional information: 
 Brief overview of the research context and the organization (case)  
 Description of the project (embedded unit of analysis) 
 Summary of the data collection and data analysis procedures 
 Information about the main project goals, the project size and staffing 
 Information about the applied project management framework and the 
qualifications of the involved project team members 
 Overview of the national cultures being involved during the project delivery 
 Summary of the main findings and influencing factors from each project 
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6.2. The oil and gas industry in Kuwait 
The government owned company in Kuwait is involved in the oil and gas exploration in 
the country. Most of the country’s income is generated through the exploration of the oil 
and gas fields managed by this company. A vast amount of oil and gas has been 
explored since oil was discovered in Kuwait in 1938 (Harrison et al., 2004).  The 
following Figure 16 shows the oil fields in Kuwait within the country’s borders. One IT 
team leader summarized the company’s main goal as follows: 
‘We are in the business of oil and gas exploration. Our sister company is 
running the refineries.’ (IT Team leader M., Kuwait) 
The oil fields that are operated are mainly the ‘Greater Burgan’ oil field in the south of 
Kuwait and the neighbouring oil fields. Until the second gulf war in 2002 the north 
Kuwait gulf fields had not been used for the production of crude oil. The company only 
started to explore them in 2004. 
 
Figure 16: A map of Kuwait and its national borders (CIA, 2013) 
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During recent history, Kuwait faced a few unfortunate events, as there was Iraq’s 
invasion of Kuwait in 1990/1991 and the second gulf war during 2002. Especially after 
the first gulf war the economic impact was strong as the Iraqi troops set more than 700 
oil wells on fire before leaving Kuwait. The effort to extinguish the fires took a couple 
of months and the environment in Kuwait is still suffering from the amounts of oil that 
polluted the land nearby the oil wells. Still today, Kuwait is cleaning up lakes of oil to 
improve the environmental conditions.  
About 3,000 employees work at the oil fields, refineries or in administration, which are 
responsible for the core business activities in the exploration of oil and gas. The 
environment is a desert landscape with some minor vegetation. During the summer 
months, the temperature may reach nearly 50°C and it is difficult to work outside. The 
following picture (Figure 17) shows the environment around the company site. 
 
Figure 17: Overview of an oil drilling exploration site at the Burgan oil field in Kuwait  
The organization is working on many internal projects and has a large IT department 
where two project managers, one department director, one team member, and two 
external consultants could be interviewed about their project experiences. While the 
Saudi Arabian company had a strong interest to allow externals to seek for explanations 
for project delay, the company in Kuwait was very reluctant to provide access to project 
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related information. One assumption before starting this research project was the 
assumption that many projects in the Middle East face delay. A paper by (Kartam et al., 
2000) reviews the situation of projects in the government sector. This paper concluded 
that most projects in Kuwait are delayed and found some reasons for this delay. 
‘Time delay in the surveyed projects is related to numerous causes; selecting an 
unqualified contractor is the most critical one. Other causes analysed are as 
follows: 
 Existing procedures to approve variation orders. 
 Weak coordination among owner, PM/CM, A/E and contractors. 
 Variation orders and additional works.’ 
(Kartam et al., 2000, p. 294) 
The paper also discusses the causes for the delay in project schedules and timelines. 
According to Kartam (2000), the major causes for delay are a high degree of variation 
orders, poorly trained personnel and payment delays to contractors. National culture is 
not mentioned as a factor influencing the project work.  
 
6.2.1. Data collection in Kuwait 
Before the interviews could be conducted the company wanted to make sure, that its 
data would be kept confidential and will not be revealed to the public or used in 
publications. In various phone calls, the researcher assured that the information would 
purely be used for research purposes. The author of this thesis had to make sure that 
personal and project information will be kept strictly confidential. Finally, they agreed 
to take part in this research project.  
‘We agree to do some interviews, but you have to make sure that the identity of 
the persons or details of the projects are not revealed to any outsiders.’ (IT 
Team leader M., Kuwait) 
Some interviews were conducted and some project related documentation could be 
reviewed. The researcher approached additional individuals while being on site, but 
they did not agree to participate in any additional interviews. Most of them told the 
researcher that they have to talk to their manager for approval. That was a polite excuse 
to avoid a direct ‘no’ as a response. This experience was in a way surprising, as the 
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author of this thesis has worked a couple of years with the company and had developed 
a high level of trust with many representatives up to the executive management. This is 
another indication that government run organizations are extremely cautious to provide 
information to the public. The oil and gas business and the OPEC oligopoly is a closed 
shop, where the control of information is the key to influence the worldwide price for 
crude oil. According to the impression of the author, this seemed one main reason for 
the reluctance of company representatives. 
6.2.2. Research participants 
In Kuwait, it was possible to talk with the chairman of the oil and gas company to 
understand his view on the projects. Since the content of the top management 
discussions did not contribute directly to the research results, they were seen as door 
openers to get access to the actual project data and the interview participants. It has to 
be highlighted that the access to interviewees was limited by the management and that 
both organisations were very reluctant to provide additional project documentation. The 
Kuwaiti company did not allow taking project documentation of project 1 and project 2 
away from the company premises, only from project 3 some documents were made 
available. The next Table 21 summarizes the research participants in Kuwait with a 
brief description about the project type, qualification and the position in the project or 
organisation. 
Table 21: Research participants in Kuwait 
Organisation Position Nationality Project type Qualifications 
Oil and gas 
company, Kuwait 
Project manager  Kuwaiti IT-Project Bachelor 
computer science 
Project manager Kuwaiti IT-Project Computer science 
degree 
Project manager Pakistani IT-Project Computer science 
degree 
Project coordinator / 
Software Architect 
German IT-Project Electrical 
engineering 
diploma 
Project manager German IT-Project Computer science 
degree 
Project sponsor  Kuwaiti IT-Projects Computer science 
degree 
Chairman Kuwaiti Management 
function 
PhD 
Team leader IT Kuwaiti Management 
function 
Computer science 
 
146 
 
The above Table 21 shows that there were multiple participants involved during the data 
collection phase. During this phase the researcher attended project meetings and talked 
to many individuals about their on-going projects. After providing a comparative 
overview of the two cases the next section, describes the cross-case comparison and the 
development of the main themes for the development of the theoretical model. 
 
6.3. Embedded unit of analysis 1 – Server virtualization project 
The aim of this project was to reduce the number of physical servers in the company’s 
data centre. Server virtualisation enables clients to run multiple instances of servers on 
one physical server. This resource sharing approach reduces the costs for electricity, 
maintenance and allows the company to reduce the required data centre space.  
 
6.3.1. Background of the project 
The project was conducted by the project manager with a team of 6 people.  
‘…I am the project leader and I have about 6 people as a task force team for the 
project.’ (IT-Project manager S., Kuwait, KW-C1-P001) 
First, the main task of the team was to understand what is currently installed in the 
datacentre and to suggest servers that have a potential for virtualization. Once the 
servers had been virtualized the next step is to transfer the virtual instances of these 
servers to one central server. The team was mainly staffed with technical engineers 
from the IT-Department. Since the company has multiple offices all over Kuwait they 
chose to involve IT people from all regions to work on this project: 
‘…as you know AAA is divided into asset teams north, south east and west 
Kuwait, and those people are participating in the project.’ (IT-Project manager 
S., Kuwait, KW-C1-P001) 
From the organizational point of view the project team was reporting to the IT team 
leader within the company. The project manager said that he was responsible for the 
budget, planning and the timeline of this project.  
Since this thesis is focusing on the PMI framework (PMBoK) as the underlying project 
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management methodology, it was important to clarify if the PMI approach was applied 
or another project methodology. The project manager of this project confirmed during 
the interview session that he was using the PMI approach. 
‘We apply some of the PMBoK, but not the full PMBoK cycle, e.g. [we use] 
Charta terms of reference, project plan. We also use the MS-Project server. We 
don’t use everything in detail.’ (IT-Project manager S., Kuwait, KW-C1-P001) 
After asking the project manager why the PMI approach was selected he replied: 
 ‘Actually it’s kind of standard.’ (IT-Project manager S., Kuwait, KW-C1-P001) 
This statement confirmed again that the PMBoK is widely known and accepted in the 
Middle East.  
 
6.3.2. Other factors influencing project management 
As a next step, it is important to see if there were project related problems occurring 
during the project, such as delay. The project manager highlighted that the project was 
planned for a duration of 6-9 months including the tendering period. 
‘Actually it’s delayed. It’s delayed for about 6 months.’ (IT-Project manager S., 
Kuwait, KW-C1-P001) 
This underlines the fact that delay had occurred already. Nevertheless, the question is if 
the delay is caused by cultural factors or other factors. When asking the project manager 
he replied: 
‘One of the reasons is that we have another project where we have a similar 
scope, that’s why we established the communication project manager to talk 
about deliverables and find a solution for the delay.’ (IT-Project manager S., 
Kuwait, KW-C1-P001) 
Since this argument is kind of diffuse, the topic was discussed with the project manager 
over lunch, where he explained that the scope did not seem to be clear and since they 
had a similar project they were trying to develop a common scope for both of the 
projects. Indeed, the fact of multiple projects sharing the same resources seems to be an 
example of another factor influencing the project delivery, although it is questionable if 
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this measure of bringing a communication manager to the team really focuses on the 
root cause for delay, or if this is just an idea of putting someone on the project who 
should try to identify the main cause for delay. As the author of this thesis was drilling 
deeper into this topic during an informal meeting the project manager mentioned that 
there is a competition for resources between the parallel projects.  
‘It was a good idea by management to have a communication manager on 
board, but still there is competition between the [parallel] projects.’ (IT-Project 
manager S., Kuwait, KW-C1-P001) 
This is indeed another factor that has a strong influence on the project planning and 
execution. Nevertheless, it is clearly the task of the project manager to plan sufficient 
resources for the project and to keep them available. If this is not feasible he has to 
address a resource request to his supervisor. So the finding of competing resources is a 
management problem, which may be solved through a proper assignment of capacities 
to the project. Other factors could not be revealed as causes for the project delay. As 
this unit of analysis represents a rather small project from the Kuwaiti company, there 
may be findings for cultural factors being responsible for such a strong delay. 
 
6.3.3. Cultural factors influencing project management 
The next step is to identify cultural factors that may have an influence on the 
management of projects in the Middle East. The questionnaire sections 3 and 4 are 
designed to meet this requirement by asking questions around cultural factors and time 
perception. One key element of project management is to use milestones in your project 
plan. According to the PMI: 
 ‘A milestone is a significant point or event in the project.’ (PMI, 2008, p.136) 
The first questions were designed to understand how important a milestone might be 
seen as for the project planning. After asking how binding a milestone is for the project 
manager: 
‘They are flexible, but usually we try to meet them, but if there is a change you 
can rearrange the milestone and meet your date.’ (IT-Project manager S., 
Kuwait, KW-C1-P001) 
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According to the project managers’ view on milestones this instrument seems to be 
perceived as less binding, typically reaching a milestone during a project is an important 
element. This finding indicates differences in time perception regarding the use of 
planning instruments such as milestones. For this project manager, the importance of 
quick results, as one of the Hofstede low LTO characteristics, seems rather low leading 
to the assumption of a high LTO score for this person.  
‘Usually results don’t come during the project. I like to take my time during the 
planning, usually in the beginning I don’t expect [quick] results. A detailed 
scope is OK at the beginning.’ (IT-Project manager S., Kuwait, KW-P1-001) 
This statement underlines that the perception of time plays a role for project work and 
the delivery of results in an early stage of the project life cycle. The above response is 
an argument underpinning that this project manager being rather long-term oriented 
than short-term oriented. One interview question about the tendency of being long-term 
oriented where one typical characteristic is being persistent (Hofstede, 2001), the 
project manager confirmed: 
‘Yeah, definitely [persistence is an important characteristic], otherwise things 
don’t work.‘ (IT-Project manager S., Kuwait, KW-C1-P001) 
Furthermore the discussion underlines that the time element has an influence on the 
applicability of some of the core PMBoK elements such as milestones. The subsequent 
interviews will be reviewed specifically in regards to the question and if this finding can 
be recognized or not.  
The relation towards the superior is an area looking for explanations around power 
distance and it may also reveal some insights about the tendency of being rather 
individualistic or collectivistic. During this project all team members, including the 
responsible manager to whom the project manager was reporting, were all Kuwaiti 
nationals. Regarding the question about the nationalities being involved in the project 
the project manager replied: 
 ‘All of them [are] Kuwaiti’ (IT-Project manager S., Kuwait, KW-C1-P001) 
During the informal discussion the project manager highlighted that it is sometimes 
difficult if non-Kuwaitis are part of the team, since they do not integrate into the team. 
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Furthermore, the project manager said that the non-Kuwaitis are often not motivated to 
work in the project team. The project manager explained that it becomes even more 
difficult during Ramadan, since then many Kuwaitis go together praying and do the fast 
breaking together and the non-Kuwaitis will not join the Kuwaitis. After further looking 
into the relation to his superior the project manager made two interesting statements  
‘I have a good relationship with my team leader. She can [act] as [an] advisor 
to help me, sometimes I need her decision making. Just trying to keep the 
relation good.‘ (IT-Project manager S., Kuwait, KW-C1-P001) 
To the interview question regarding the accessibility of his manager, the project 
manager answered: 
‘Yes, definitely all the time.’ (IT-Project manager S., Kuwait, KW-C1-P001) 
These statements seemed a bit unexpected. Normally a typical characteristic for a high 
degree of power distance is that the manger is not accessible (Hofstede, 2001). 
Nevertheless, as the team consists of Kuwaiti nationals only, the cultural characteristics 
for the collectivistic tendency (low IDV) may play a role here. The manager and her 
subordinate may feel that they belong to the same group and therefore have a close 
relation as a basis to work with each other. Before taking conclusions too early at this 
stage, more data has to be analysed to substantiate this assumption.  
 
6.3.4. Themes arising from the data analysis 
After identifying the described findings, the interview results were revisited for 
potential themes within the embedded unit of analysis in case A. There are a two 
prominent themes arising from project 1.  
‘Milestones are perceived as flexible’    (Theme #1) 
Milestones are not seen as binding elements for the project planning phase. This theme 
may relate to the Hofstede characteristic of ‘short term orientation’. Additionally the 
project manager of this project mentioned that it is an important characteristic for a 
project manager to be persistent, which is another characteristic for a low LTO score. 
For the dimension LTO Hofstede describes typical behaviours as follows:  
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‘Cultures with a low LTO expect ‘quick results’ and in cultures with a high LTO 
‘Persistence and perseverance’ can be expected; a second example for low LTO 
score is ‘leisure time is important’ whereas for high LTO ‘leisure time is not so 
important.’ (Hofstede, 2001, p.360, Exhibit 7.5) 
This dimension should have an impact on the project management and its time-oriented 
elements like milestones and project planning documents as part of the project 
documentation. Nevertheless, as mentioned during the literature review chapter, no 
publications were identified with findings for the influence of the LTO dimension for 
project management. The only indication that time-perception may play a role in the 
Middle East was mentioned by Hill and colleagues (1998). The second main theme 
from this project is the fact that the project manager described his relation to his 
superior as being good.  
‘Good relation with superior’      (Theme #3) 
Although during the informal discussion the project manager explained that it is 
sometimes difficult to work with the non-Kuwaitis on the project. This finding in cases 
where we have a Kuwaiti / non-Kuwaiti constellation leads to the opposing theme. 
 ‘Difficult relation with superior’     (Theme #3a) 
Regarding the other factors the following themes were identified: 
 ‘Insufficient project management skills’    (Theme #5) 
 ‘Weak HRM capabilities and lacking management support’ (Theme #6) 
Especially the last two themes for the other factors have a weak foundation and need to 
be carried on aiming to substantiate them with more evidence. The overall goal of case 
study is to find more themes during the data analysis, and see if the arising themes can 
provide transferable results which can be used to understand other cases. This has to be 
done be applying data triangulation, which will be part of chapter 8, where the cross-
case analysis will be done. A theoretical model can only be based on confirmed main 
themes that help to explore and display the interrelation of cultural and other factors 
while working in the Middle East. So the following units should provide data to either 
confirm or refute the arising themes from this first unit of analysis. Beside that there 
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may be further themes coming up which can be confirmed by data from other units from 
analysis during the within case analysis. 
6.3.5. The missing LTO scores for the Middle East 
One difficulty is that, for many Middle Eastern countries, the LTO scores are not 
available. During the literature review this fact was identified as a clear gap in current 
research. For Kuwait and Saudi Arabia there are no LTO scores are available, yet.  
‘Especially for the Arabic countries, LTO has not been assessed in depths.’ 
(Hofstede, 2001, p. 360) 
To substantiate the discussion and to get some ideas and directions, sources that 
analysed LTO in the management field have been reviewed. Dekker and colleagues 
(2008) looked at the impact of LTO for global virtual teams.  The authors’ stated: 
‘However, higher or lower scores may possibly influence what behaviours are 
seen as important. We have no specific expectations with regard to LTO.’ 
(Dekker et al., 2008, p. 444) 
During the discussion around national culture and the Hofstede scores, the assumptions 
was made during chapter 3 and displayed in Table 4, that Kuwait and Saudi Arabia have 
a low LTO score. 
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6.3.6. Summary of the results for project 1 – case A 
The following Table 22 is summarizing the findings from unit of analysis 1. The table 
also linked the findings with the respective themes. Besides that the themes related to 
cultural factors were linked with the Hofstede dimensions. 
Table 22: Summary of the findings for project 1 - case A 
Source of information Cultural factors 
influencing project 
management (O1) 
Other factors 
influencing the 
management of 
projects (O4) 
Understand the key 
challenges for project 
managers (O3) 
Interview with the 
project manager 
Milestones are 
perceived as flexible 
(low LTO, theme #1) 
Persistence is an 
important characteristic 
for a project manager 
(high LTO)  
The good relation with 
the superior of the 
project manager was 
mentioned (high PDI, 
low IDV, theme#3a) 
Another project with a 
similar scope is taking 
place within the 
company where a 
communication 
manager is doing 
coordination work 
(Themes #5 / #6) 
It is challenging to keep 
the team motivated 
during the project. 
(Theme #6) 
The project manager is 
not trained according to 
PMI, but he has to 
apply the PMI 
framework during the 
project. (Theme #5) 
Informal discussions 
with the project 
manager and project 
team members 
The project manager 
highlighted that it is 
sometimes difficult if 
non-Kuwaitis are part 
of the team (high PDI, 
theme #3) 
The two competing 
projects make it 
difficult to work with 
the resources as 
planned. Resources are 
used in parallel 
projects. (Themes #5 / 
#6) 
During Ramadan it is 
difficult to work on 
projects as the working 
hours are reduced by 
law.  
Observations while 
being on site 
The company only 
allows Kuwaiti 
nationals to hold 
management positions, 
this increases the 
tendency to work and 
collaborate with 
Kuwaitis. (high PDI, 
low IDV, theme #3) 
It was observed that the 
non-Kuwaitis were 
placed physically in a 
different area of the 
office (high PDI, low 
IDV, theme #3) 
 The resources are often 
assigned to multiple 
projects and there was 
no central resource 
management tool in 
place to plan the work 
assignments properly. 
The role of the resource 
manager could not be 
identified. (Theme #6) 
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6.4. Embedded unit of analysis 2 – Server installation project 
The high-level scope of project 2 was to install new servers that were required at the oil 
and gas company to expand the server capacity. The company operates servers in 
multiple data centres to make sure that during a power-failure at one data centre the IT 
systems are still available. After the new servers were successfully installed, some of 
the old servers were switched off and decommissioned.  
 
6.4.1. Background of the project 
The project was delivered by a team of 10 people and there were also some external 
contracting firms involved that supplied the hardware equipment to the company and 
provided support during the installation process. 
‘The size is maybe about ten people, and as I told you before in this project 
many people are working on including contractors.’ (IT-Project manager M., 
Kuwait, KW-C1-P002) 
The team was managed by a computer scientist with a mainly technical qualification. 
‘I graduated from Kuwaiti university and I am a computer scientist. Also I have 
a Cisco certificate.’ (IT-Project manager M., Kuwait, KW-C1-P002) 
The staff involved were mainly technical engineers, but some of them were about to 
improve their qualifications with PMI skills. The project manager highlighted: 
‘All of them have an IT background, some of them are planning to get PMP, and 
some have Masters.’ (IT-Project manager M., Kuwait, KW-C1-P002) 
The project manager confirmed that he himself was not qualified according to the PMI 
certification, but that they were following the guidelines of the PMBoK.  In addition to 
that, the project manager was asked which tool they use to develop a timeline for the 
overall project. 
‘We are using MS project.’ (IT-Project manager M., Kuwait, KW-C1-P002) 
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Similar to the first project this project team was also staffed with Kuwaitis only. The 
only project participants with another nationality were some IT-specialists from one of 
the sub-contractors. 
‘Most of them Kuwaiti, some contractors have Canadian.’ (IT-Project manager 
M., Kuwait, KW-C1-P002) 
All in all, the overall setup was very similar to project 1 within case A. The project team 
for this server installation project 2 was slightly larger with 10 people and had some 
externals. 
 
6.4.2. Other factors influencing project management 
It is important to understand if the project faces problems such as being delayed and to 
understand which factors are influencing the project management. The original 
timespan planned for this project was about 8 months; the project was slightly delayed.   
‘We are a bit behind schedule. We are less than a month delayed.’ (IT-Project 
manager M., Kuwait, KW-C1-P002) 
The project had only just been kicked-off and was in the process of moving from the 
initiation to the planning phase. The delay might have increased at a later stage during 
the project life cycle. The project manager was asked what he regards to be the 
underlying root cause for this delay.  
‘Because there are too many members in the team. So to keep them all 
synchronized into one project is too difficult, because the teams have their own 
projects and their schedule, so synchronization is the key.’ (IT-Project manager 
M., Kuwait, KW-C1-P002) 
Since this project only contained a relatively small number of participants it may be that 
the problem is rooted in the missing qualification of the project manager to handle the 
project. During an informal discussion over lunch the project manager explained that he 
did not like to manage projects, but since he was one of the experienced persons in his 
team, his supervisor had asked him to do so. He underlined that he did not feel 
comfortable with this role. During the interview he described his role as follows: 
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‘I am the project manager and decide where the milestones shall be and of 
course I have to check with my supervisor about the project. I have the role to 
synchronize everything with the whole team and I guess that’s it.’ (IT-Project 
manager M., Kuwait, KW-C1-P002) 
During an informal discussion with the project manager, he explained that he does not 
like to manage projects, because he has no formal project management qualification and 
feels that he is unable to cope with the challenges of managing a team. Especially the 
elements of the human resource management seemed difficult for him to manage. The 
following two themes could be confirmed during this discussion. 
‘Insufficient project management skills’   (Theme #5) 
 ‘Weak HRM capabilities and lacking management support’ (Theme #6) 
For the analysis regarding other factors no additional theme could be revealed during 
the interview or informal discussions with the project manager. Besides the huge two 
main themes the amount of communication that the project manager perceived was one 
critical element for the management of the project.  
 
6.4.3. Cultural factors influencing project management 
The cultural factors influencing the project work will be discussed in more detail. 
Interestingly some statements from project 2 pointed to a different direction than what 
was mentioned in the first interview. Here, the project manager pointed out that 
milestones are not flexible.  
‘I guess most of the time they have to stay as they are and this is how you check 
if you are delayed or not.’ (IT-Project manager M., Kuwait, KW-C1-P002) 
This statement indicates that the project manager was ‘guessing’ that they have to stay. 
Since the question was designed to understand the perception of the person, this 
statement only provides a weak contribution to the theme that milestones are perceived 
as flexible. 
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The following statement underlines the lacking qualification of the project manager. He 
answered more from a perspective of what he thinks is expected rather than revealing 
his own attitude.  
‘It depends on the project. If we have to finish in time I guess we have to follow 
that direction but if it is delayed in general I don’t know.’ (IT-Project manager 
M., Kuwait, KW-C1-P002) 
The next questions were designed to understand the perspective regarding the relation 
towards his supervisor. The answers should indicate the level of power distance and 
may also provide indications if the interviewee is behaving individualistic or 
collectivistic. The responses show a similar direction to what was mentioned by the 
project manager of project 1. 
‘She [his manager] is always the decision maker; I am always her backend. She 
is very helpful to me, so they [management] are flexible and it’s a good 
relation.’ (IT-Project manager M., Kuwait, KW-C1-P002) 
This case is again a constellation where the supervisor and the project manager are 
having the same cultural background (Kuwaiti/Kuwaiti) and describe their relation as a 
positive one. This was also confirmed by asking the project manager if the superior was 
accessible or not. 
‘Yes, all the time [she is accessible].’ (IT-Project manager M., Kuwait, KW-C1-
P002) 
While being on site I briefly had a chance to talk to his manager. I asked her about her 
attitude towards the project manager of his project and which expectations she has 
regarding her employees approaching her. 
‘My office has open doors all the time. If there are problems M. and all other 
project managers can come in and talk to me.’ (Team leader W., Kuwait) 
Since this theme ‘good relation to superior’ has been mentioned in both projects the 
next section will discuss the effect of power distance according to Hofstede. Since the 
good relation with the supervisor was confirmed from multiple perspectives it can be 
seen as strong evidence for theme #3 ‘Good relation with supervisor’.  
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6.4.4. The influence of power distance 
The dimension Power Distance Index PDI is important to be understood correctly as 
many of its characteristics describe the relation between the manager and the team. The 
scores for PDI range from countries like Malaysia, scoring highest with a PDI of 104, 
and Austria scoring lowest with a PDI of 11.  
‘…with an overall mean of 57 (PDI) and a standard deviation of 22.’                               
(Hofstede, 2001, p.86) 
According to Hofstede, typical behaviour for a high in PDI in the work context is:  
‘Managers rely on formal rules, subordinates expect to be told and superiors 
consider subordinates as being from a different kind.’ (Hofstede, 2001, p. 107) 
These characteristics represent a work attitude of individuals waiting for clear 
instructions on what they need to do instead of working on someone’s own initiative. 
The following Table 23 summarizes a few other typical characteristics for PDI: 
Table 23: Typical characteristics for PDI in the workplace (Hofstede, 2010, p. 76) 
Small Power distance (PDI) Large Power distance (PDI) 
 
Managers rely of their own experience 
and subordinates 
Managers rely on superiors and on 
formal rules 
 
Subordinates expect to be consulted Subordinates expect to be told what to 
do 
 
The ideal boss is a resourceful democrat The ideal boss is a benevolent autocrat 
or ‘good father’ 
 
Typically within organisation with large power distance tall organisation pyramids can 
be found and centralised decision structures have been established. In cultures with low 
PDI the opposite of the described behaviour can be expected. Cooperative leadership or 
consultative management styles would be common:  
‘The ideal boss is a resourceful democrat; sees self as practical, orderly, and 
relying on support.’ (Hofstede, 2001, p.107) 
For the management of projects in the Middle East the PDI dimension should have a 
significant impact, since most Arabic countries are scoring high and thus the Arab 
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world score, as a summary of many Arabic countries, is scoring high, too. (Arab world 
PDI = 80)
2
 The Arab countries’ PDI ranks in the top five of all assessed regions. The 
PDI score in conservative and autocratic Arabic countries such as Saudi Arabia 
(PDI=95) or Kuwait (PDI=90) is even higher than the Arab world average. Most of the 
project management standards were designed in the United States and were being 
enhanced in the Western world where the PDI dimension typically scores low. Low PDI 
examples for Western world countries are: USA = 40, Germany=35, UK=35; 
Switzerland=34; Sweden=31 
The idea behind project organisation is that it works well if all project members work as 
part of the team with equally distributed power, as it promotes consultative management 
styles. The project manager is the only person having a privileged role being 
accountable for the overall project success. In addition to that the project manager is the 
responsible person handling the reporting requirements to the stakeholders and the main 
project sponsors. During the project delivery, the temporary project organisation exists 
in parallel to the company structure and the employees and external workers get part of 
their working time assigned to fulfil the required activities to meet the project scope. 
This means that the management of projects may be more challenging when the project 
scope is delivered in the Middle East where high PDI scores can be found in all 
countries. With this in mind, it is even more astonishing that in the first two embedded 
projects in Kuwait, the interviewees indicate a rather low PDI tendency with the 
manager and the employee working in a cooperative relationship. 
 
6.4.5. Arising and confirmed themes from the data analysis 
From this project, theme 2 can be confirmed, and two additional themes for other 
factors can be derived from this unit of analysis.  
‘Good relation with superior’     (Theme #3) 
 
The project manager highlighted that he dislikes the management of projects, because 
he lacked project management skills. Furthermore he pointed out that even some of his 
team members have better project management skills, than he has. 
                                                 
2
 Arab world scores as a summary for the countries of Egypt, Lebanon, Iraq, Kuwait and Saudi Arabia (www.geert-
hofstede.com downloaded 4th January 2010) 
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 ‘Insufficient project management skills’    (Theme #5) 
Furthermore there were two more items pointed out which are showing that the HRM 
skillset seemed to be underdeveloped in this project, The project manager stated that a 
communication manager was required to handle the two competing projects and he 
mentioned that it is a challenge to have the team motivated. These are either clear HRM 
issues or characteristics which show a lack of management support resulting into to the 
following theme. 
 ‘Weak HRM skills and lacking management support’  (Theme #6) 
Interestingly, although the project managers seemed to feel under qualified with the task 
of being a project manager, he accepted his role and was not complaining this fact 
directly to his supervisor. During an informal discussion the project manager was asked 
if he requested training from his supervisor, but he confirmed that he didn’t. He was 
hoping to learn what is required to manage a project by just gaining some experience 
with the project work.  
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6.4.6. Summary of the results for project 2 – Case A 
The following Table 24 summarizes the findings from the second project as follows. 
Table 24: Summary of the findings from project 2 - case A 
Source of 
information 
Cultural factors 
influencing project 
management (O1) 
Other factors influencing 
the management of 
projects (O4) 
Understand the key 
challenges for project 
managers (O3) 
Interview with the 
project manager 
Milestones are perceived 
as not being flexible 
(high LTO, Theme #1) 
Persistence is not an 
important characteristic 
for a project manager 
(low LTO)  
The good relation with 
the superior of the project 
manager was confirmed 
(low IDV, Theme #3a) 
Too much 
communication is 
required within the team 
and the information has 
to be synchronized with 
the supervisor.  
The relation to the team 
is very important to 
work successfully on the 
project. For a project 
manager it is difficult to 
create an atmosphere 
where everyone is 
motivated and focused 
on the project (Theme 
#6) 
Informal 
discussions with the 
project manager 
and project team 
members 
- The project manager 
highlighted that he does 
not like to manage 
projects at all, due to lack 
of project management 
training (Theme #5) 
The project manager 
explained that some of 
his team members know 
more about the 
management of projects 
than he does. (Theme 
#5) 
Review of project 
related 
documentation 
No documentation was 
provided for this project 
- - 
Observations while 
being on site 
The good relation with 
the manager was 
confirmed by an 
observation while being 
on site as the supervisor 
talked to the project 
manager and they were 
talking about the project, 
discussing and laughing 
in a good atmosphere. 
(low IDV, Theme #3) 
The project manager 
seemed nervous as he 
was asked about his 
qualification, this fact 
seemed to be caused by 
the lacking formal 
qualifications for the job 
of a project manager.  
(Theme #5) 
The fact that he sees a 
team staffed with 10 
project members as too 
large to synchronize 
underlines this finding. 
(Theme #6)  
  
Interestingly, the first two of the identified cultural factors seem to describe an opposing 
attitude towards the management of projects. Since it seemed that the interviewee 
expressed more what he thought was expected than what was his own attitude, his 
perspective is weighted lighter than what was described in the first interviews. Since 
this research is qualitative in nature it will be important to see if the other projects 
reveal more information about the cultural characteristics of the project participants and 
if it is possible to identify main themes for the development of a theoretical framework. 
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6.5. Embedded unit of analysis 3 – Software development project 
The third project has a much larger scope than the previous two projects. The main 
focus of this project was to develop a web-based software solution for the tendering and 
purchasing processes. The goal of this project was mainly costs savings and faster 
purchasing processes. Instead of sending large amounts of printed paper during the 
tendering process, the idea of this new purchasing platform was to upload the proposal 
files and additional relevant tendering material electronically. Due to the electronic 
handling of documentation, the efficiency and transparency was to be improved. The 
interview was conducted in a semi-structured way, as the project manager A of this 
project did not agree to do the full interview. The results are based on some formal 
meeting in the office of project manager A and some informal meeting while having 
lunch together. 
 
6.5.1. Background of the project 
The project duration for this project was planned for 6 months. Although the project 
duration seems short, the project manager could confirm that this project was facing a 
huge delay.  
‘The project was planned for 6 months, but we couldn’t complete the project in 
time. It took us 9 months longer than expected.’ (IT-Project manager A., Kuwait, 
KW-C1-P003) 
Another project team member confirmed 
‘Hmm, when was it finished? It was planned for 6 months and I think we 
finished 9 months later’ (IT-project consultant M., Kuwait, KW-C1-P003) 
The size of the project team compromised 20 software specialist and developers. In 
addition to that two external companies were involved in this project. One local 
software company involved 3 people in the project delivery and a second software 
development company staffed the project with 4 developers and one software architect. 
The internal team of the Kuwaiti company was staffed with 4 people from the 
purchasing department and 8 people from the IT-department. One project sponsor 
represented the management of the company on a steering committee. Three interviews 
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were conducted and multiple discussions were held while being on site in Kuwait. This 
project team differed strongly from the two other IT-projects because there were many 
different nationalities involved as one IT-consultant explained. 
‘German, Kuwaiti, Lebanon, Jordan, Great Britain, W. was Canadian’ (IT-
consultant M., Kuwait, KW-C1-P003)  
In addition to the above nationalities, the project manager of the overall project had a 
Pakistani background with a Kuwaiti supervisor.  The setup of the project was focused 
on the adoption of Microsoft software products. Microsoft Kuwait suggested using the 
MSF as a suitable project management approach. The MSF approach was derived from 
the PMBoK, but the naming of the relevant process groups was slightly different and 
more software development-oriented. One example is that the initiation stage of a 
project was called envisioning and the closing stage of the project was called 
stabilization. These terms can only apply to a software project life cycle. But although 
this approach does not use the same expressions as introduced by the PMI, the processes 
in these project phases are the same as.  
‘Yes …no, hmm, there was something … parts of MSF [Microsoft Solutions 
Framework] were used.’ (IT-consultant J., Kuwait, KW-C1-P003)  
The project was supported in the planning phase by using Microsoft Project as a 
software tool to develop and display Gantt-bar-chart charts and resource utilisation 
diagrams. MS-Project was also the case during the two other projects as the following 
Figure 18 shows.  
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Figure 18: Project plan for the software development project in Kuwait  
The above diagram represents the project planning as part of the planning stage. 
 
6.5.2. Other factors influencing project management 
There were multiple factors that influenced the project. In the opinion of the two 
interviewed team members the following root causes were expressed as potential 
reasons for delay. 
‘Bad communication, wrong setup at project initiation, and a very  
non-transparent motivation culture.’ (IT-consultant M., Kuwait, KW-C1-P003) 
Another consultant mentioned the following points as the main reasons for delay. 
‘Unclear tasks, the customer avoided to make decisions.’ (IT-consultant M., 
Kuwait, KW-C1-P003) 
The project manager said that he did not want to mention his view on the project in a 
formal documented interview, so he only answered part of the questions during the 
structured interview. Nevertheless, during an informal discussion, he explained that he 
was scared that his manager (Kuwaiti) would find out what he told me. As a Pakistani, 
he only had a temporary contract and had to be very cautious about revealing any 
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personal opinions about the project. This was one of the reasons why in this case no 
formal interview could be performed with the actual project manager. The only 
information that he provided was during an informal discussion over lunch in his office, 
where he described cultural reasons and the occurring communication problems with his 
manager during the project as one reason for project delay. During the discussion with 
the project manager, he mentioned and confirmed also the following other themes. 
‘Insufficient project management skills’    (Theme #5) 
‘Weak HRM skills and lacking management support’ (Theme #6) 
The project manager explained that he started in the IT department with administrative 
and controlling work. He was surprised that he should manage projects, as typically the 
task was assigned to a Kuwaiti. Although he knew that he didn’t have any qualification 
regarding project management, he did not dare to request that. He said that he does not 
seem to be in a position to request a training, because usually the non-Kuwaitis have to 
be either qualified or pay the training on their own. While discussing with the project 
manager in an informal meeting during a break, he said that one of the main difficulties 
is to balance the workload due to multiple reporting requests with the project work 
requirements. Furthermore he said that the management only asks for reports, but when 
it comes to decisions they often act very slowly or do not respond to a request at all. 
Due to this description, the following main themes can be derived from this unit of 
analysis. 
‘Slow decision making process’    (Theme #7) 
‘Complex reporting requirements’    (Theme #8) 
Since in this project also a large IT-contractor was involved, he commented that often 
the project delays are caused by the contractor. The contractor firms are often small 
companies with a weak financial basis, and when the payments do not arrive they stop 
the project work. So this fact can lead to the following theme. 
‘Weak financial position of the contractor’   (Theme #9) 
So as a summary of project 3, there are some new themes and many of the existing 
themes were confirmed.  
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6.5.3. Cultural factors influencing project management 
The setup of this project was a diverse project team. There were other cultures involved 
and the majority of the project participants were non-Kuwaiti. Like in other projects in 
the Middle East, the project-sponsor, to who the project manager was reporting had a 
Kuwaiti background. During the interview sessions with the project participants, 
multiple cultural factors were identified. The project manager highlighted in the 
informal discussion, that he avoids talking to his manager, because his manager would 
blame him for project delay and other problems. The only responsibility he had towards 
his manager was to supply a project status update every other week.  
‘I prefer to work on my own during the project, typically I only mail the status 
report to my manager and usually he is happy with this.’ (IT-Project manager 
A., Pakistani, KW-C1-P003) 
This statement reveals an interesting new finding regarding the cultural factors. 
Although the other embedded units of analysis (projects 1 and 2) took place in the same 
organisation, the attitude towards the Kuwaiti manager was more reluctant. The author 
of this thesis gained the impression that since the project manager did not have a 
Kuwaiti background, he had difficulties to be accepted by the Kuwaiti project sponsor. 
This point has to be discussed during the cross-case analysis in comparison with the 
second case-study from Saudi Arabia. 
Another finding during this informal discussion with the project manager was that he 
explained that change requests are a big problem for the project and that they should not 
occur during the project at all.  
‘Change requests should not be accepted during the project delivery. If I were 
the responsible manager, I would ask my team to work on the agreed scope first. 
Once the project is finished, they can start working on changes, but I see this as 
a phase 2 outside the project, like a new project.’ (IT-Project manager A., 
Pakistani, KW-C1-P003) 
After asking the project manager about his opinion towards cultural factors influencing 
the project, he highlights that he thinks it is difficult to work with such a diverse team. 
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‘There are too many different cultures and external companies involved in this 
project. I think that this is difficult for the project success. Especially working 
with the Kuwaitis is difficult. My manager can cancel my contract any time, but 
the Kuwaitis cannot be laid off. I disagree with this way of working, but I cannot 
do much, but accept the work I have.’ (IT-Project manager A., Pakistani, KW-
C1-P001) 
When talking to the other project participants, additional culture related influences were 
mentioned: During the discussion around the project setting, the IT-project consultant 
mentioned the following fact as being a problem for the project. 
‘The Kuwaitis do not provide much [added value] for the project. If I ask them 
to work on a specific task, I know that they do not complete it in a timely 
manner. I think the high job security they have keeps them away from being 
motivated.’ (IT-Project consultant M., German, KW-C1-P001) 
A similar answer was provided by another team member. When he was asked about the 
perception of the Kuwaitis being involved in the project, he described his impression as 
follows. 
‘It is nice to work with the Kuwaitis, but the attitude to work on projects is 
different from what is needed in such a project. This definitely leads to project 
delays, since it is not possible to work effectively with the team on the project. 
Especially the Kuwaitis seem slow.’ (IT-Project consultant J., German, KW-C1-
P003) 
From the above discussion, some new findings were identified. The high job security on 
the one part and the ever-present risk to lose one’s job on the other is a point which does 
not count directly as a cultural factor, but definitely contributes towards the work 
attitude of the project participants. Most importantly, we have also in this case another 
confirmation for theme #3a where the supervisor and the project manager do not have a 
good relation. This may be caused by the non-Kuwaiti/Kuwaiti relation as it was 
described by the project manager, but this theme needs to be assessed further during the 
data analysis. 
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6.5.4. Arising and confirmed themes from the data analysis 
From case A and project 3 the following themes were identified. 
 ‘Difficult relation to superior’     (Theme #3) 
In the context of this theme the superior-inferior relation of different nationalities needs 
to be observed carefully.  Furthermore, many statements confirmed that there seems to 
be a negative attitude towards change requests. 
 ‘Negative attitude towards changes’     (Theme #4) 
For the following themes a confirmation was found: 
 ‘Milestones are perceived flexible’    (Theme #1) 
 ‘Quick results are important’    (Theme #2) 
Concerning the other factors many themes were identified or confirmed in this project 
‘Insufficient project management skills’    (Theme #5) 
‘Weak HRM skills and lacking management support’ (Theme #6) 
‘Slow decision making process’    (Theme #7) 
‘Complex reporting requirements’    (Theme #8) 
‘Weak financial position of the contractor’   (Theme #9) 
Regarding the other factors, there are a few new items from this analysis. It will be 
interesting to see if some of these themes will also come up during the analysis of the 
other projects in Saudi Arabia or not. During the first two projects none of the last three 
themes was identified. 
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6.5.5. Summary of the findings for project 3 – Case A 
The following factors were identified, and are displayed in Table 25, discussing project 
3 as the embedded unit of analysis within case A. 
Table 25: Summary of the findings from project 3 as part of case A 
Source of 
information 
Cultural factors 
influencing project 
management (O1) 
Other factors influencing 
the management of 
projects (O4) 
Understand the key 
challenges for project 
managers (O3) 
Interview with the 
project manager / 
team members 
No decisions or slow 
were made during the 
project. (high UAI, 
Theme #8)  
There seems to be a 
negative attitude towards 
changes (high UAI, 
Theme #4) 
Wrong project setup 
during project initiation  
Very in transparent 
motivation and leadership 
style, weak HRM and PM 
skills (Theme #5 / #6) 
Weak communication 
leads to a diffuse project 
scope (Theme #6) 
The project tasks are 
unclear to the team. 
There is a strong need to 
clarify the scope.  
 
Informal 
discussions with the 
project manager 
and project team 
members 
A huge distance was 
perceived by the project 
manager (Pakistani / 
Kuwaiti relation) (high 
PDI, low IDV, Theme 
#3a) 
During a coffee talk one 
team member mentioned 
that milestones are not 
important and can be 
rescheduled (low LTO, 
Theme #1) 
The project manager 
highlighted that quick 
results are important (low 
LTO, Theme #2) 
The project manager 
explained the HR policies 
are difficult for the 
project work. The 
Kuwaitis have secure 
jobs, whereas the others 
always face the risk to be 
laid off. There is no clear 
HRM guideline how to 
deal with the team 
(Theme #6) 
The reporting 
requirements to the 
management are very 
complex, as they request 
many reports and a lot of 
information. (Theme #8) 
One of the key 
challenges is to avoid 
project delays as they 
occur in this case  
The contractors cause 
many problems since the 
have a weak financial 
position. (Theme #9) 
Review of project 
related 
documentation 
Not much documentation 
was provided, but the risk 
management document 
was one point on which 
the projects sponsor 
insisted.  (high UAI) 
As the team was spread 
all over Kuwait, it 
seemed difficult to 
manage the flow of 
information to all project 
team members and 
external parties.  
Working with diverse 
teams in the Middle East 
without knowing the 
cultural differences adds 
a strong risk to the 
project. 
Observations while 
being on site 
The project manager 
acted very cautious 
towards his project 
sponsor. He tried to avoid 
calling him or talking to 
him directly. (high PDI, 
high UAI, Theme #3) 
The decision making 
process seems very slow, 
and the project-sponsor 
does not seem to be 
interested in the project. 
(Theme #7) 
One of the key 
challenges is to handle 
diverse teams, as there 
are many opportunities 
for conflict and 
misunderstandings. 
(Theme #6) 
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6.6. Data triangulation of the main themes 
After the collected data was presented and the themes in the units of analysis were 
displayed, the arising main themes within the case should be validated by performing 
data triangulation in case A. According to Patton (2002), there are four ways to perform 
data triangulation. 
1. From different data sources (data triangulation) 
2. Among different evaluators (investigator triangulation) 
3. Of different perspectives on the same data set (theory triangulation) 
4. From applying different methods (methodological triangulation) 
During this thesis and within case A and case B the main themes will be confirmed by 
applying triangulation of type 1 (Data triangulation). 
 
6.6.1. Milestones are perceived as being flexible 
The first theme could be confirmed by using evidences from the projects 1 and 3, as 
displayed in the Figure 19: 
Milestones are 
perceived flexible 
(Theme #1)
Interview with 
project manager 
S., Kuwait, KW-
C1-P001
Informal 
discussion, 
Kuwait, KW-C1-
P003
Informal 
discussion with 
project manager, 
KW-C1-P003
 
Figure 19: Arising main theme #1 from case A 
The question remains if this main theme may also be confirmed during case B, but this 
will be discussed during the cross-case analysis being part of chapter 8.  
 
6.6.2. The relation between the project manager and the supervisor 
Two main themes were identified, which describe the relation of the project manager to 
the supervisor. The relation being ‘good’ or ‘difficult’ seems to depend on the national 
constellation. (Figure 20 and Figure 21) 
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Good relation to 
superior (Kuwaiti / 
Kuwaiti setup)
(Theme #3)
Interview with 
project manager S., 
Kuwait, KW-C1-
P001
Interview with 
project manager S., 
Kuwait, KW-C1-
P002
Observation while 
being on site, KW-
C1-P001 & KW-C1-
P002
Informal lunch 
discussion with 
project manager, 
KW-C1-P001
 
Figure 20: Data triangulation for theme #3 from case A 
 
Difficult relation to 
superior (Kuwaiti / 
non-Kuwaiti setup)
(Theme #3a)
Discussion: Working 
with non-Kuwaitis in 
is difficult, KW-C1-
P001
Interview with the 
project manager, 
KW-C1-P003
Interview with team 
member, KW-C1-
P003
Observation while 
being on site, KW-
C1-P003
 
Figure 21: Data triangulation for theme #3a from case A 
The main themes that could be confirmed through data triangulation need to be 
validated further by the next case. Nevertheless, they can provide a good basis for the 
theoretical framework in chapter 9. For theme #4 ‘Negative attitude towards change’ 
only one source of evidence can be found, so this has to be analysed further during the 
next case study B in Saudi Arabia. 
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6.6.2. Insufficient management training and lack of management support 
During the within case analysis multiple findings were identified for the themes #5 and 
#6. These two themes are analysed together, because the bottom line of both themes is a 
lack of management training. These two themes are related to the other factors which 
are having an influence on the management of project in case A as display in Figure 22. 
Insufficient project 
management skills 
and weak HRM skills
(Theme #5/#6)
They are mostly 
geolgists, geophyics 
engineers
[KW-C1-P001]
All of them have an 
IT background
[KW-C1-P001]
Lack of MSF training of 
the project manager and 
weak HRM skills
[KW-C1-P003]
Informal discussion 
with project manager 
confirmed weak HRM 
skills [KW-C1-P003]
Informal discussion with 
PM who disliked the 
management of projects 
due to lacking training 
[KW-C1-P002]
The project 
manager acted 
nervous if asked for 
his PM qualification
[KW-C1-P002]
 
Figure 22: Data triangulation for the themes #5 and #6 from case A 
 
6.7. Summary 
The analysis of the three IT-projects as part of the case A revealed some initial findings 
and main themes that may be carried forward to the construction case B in Saudi 
Arabia. The most interesting finding was that the nationalities of the supervisor and the 
project manager have a strong influence on the relationship being good or bad. This 
theme needs to be observed carefully in the other units of analysis. Regarding the other 
factors influencing the project management, there were some factors identified, but 
these need to be validated through case B. For most of the other factors it seems that 
they are not directly culture related, but they may occur in every project independent 
from the cultural context. At the end of this chapter data triangulation was applied for 
three of the main themes. The next chapter 7 is the analysis of case B, which is a 
construction case in Saudi Arabia where three projects were assessed with empirical 
data. 
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7. Case study B – Analysis of results 
7.1. Introduction 
The previous chapter 6 described the analysis of case A with three embedded units of 
analysis (IT-projects). Some themes were derived from this analysis and have to be 
developed further during the cross-case comparison in chapter 8. This chapter describes 
the analysis of case B with an overview of the case in Table 26 with three embedded 
units on analysis (construction projects).  
Table 26: Construction projects and related chapter for case B 
Case / 
context 
Unit of analysis Project type Country Chapter 
B Project 4 Construction project (educational facility) Saudi Arabia 7.3. 
B Project 5 Construction project (educational facility) Saudi Arabia 7.4. 
B Project 6 Construction project (educational facility) Saudi Arabia 7.5. 
Projects in the construction industry are of special interest, since there are typically 
expatriate workers involved and so there should be various factors that can contribute to 
the research objectives of this thesis. 
The responses based on the structured interviews are the main source for the dataset in 
case B. For the data analysis the transcripts of all interviews were coded in a first swipe 
to recognize emerging patterns from the documented text. To make sure that all themes 
were covered, the reviews of the interview responses were read multiple times to 
identify all patterns which can be derived from the dataset. The transcription, coding, 
and sorting process took a few weeks, but for the research results, it was beneficial 
having the chance to review the interview summary and listen to the audio recordings to 
cover as many aspects as possible to identify the relevant findings and answers to the 
research questions. The main line of inquiry had to be valid and reliable to create a 
logical chain of evidence and emphasize the facts from the research that can be seen as 
a source of influence regarding the research findings.  
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7.2. The background of the Saudi construction industry 
The construction industry in Saudi Arabia is fairly young compared with those in other 
global regions. The enormous oil reserves and their exploration during the last decades 
facilitated a rapid development of urban infrastructure projects in Saudi Arabia (Al-
Sedairy, 2001). After the construction boom in the 1980s, the country entered a phase 
when many construction companies competed for tenders on construction projects. 
Government rules require awarding the contract to the lowest bid. This fact was 
confirmed through many statements of decision makers and project managers while 
visiting the Saudi construction company. Some individuals raised concerns that price as 
the only decision factor at the end does not lead to good quality in the construction 
project. Some interviewees explained that they assume the lowest bid policy is 
responsible for many project delays and the literature confirms:   
‘The concept of competition in the construction industry is usually narrowed 
down to that of competitive tendering on price. By and large, the `lowest price' 
or `lowest construction cost' criterion is the most usual criterion for appointment 
of contractors and/or subcontractors by clients.’ (Al-Sedairy, 2001, p.162) 
Also, the interviewees voiced their concern that this policy resulted into the risk of low 
cost construction results, which do not meet the required standards.  
‘Therefore, enhancing this area [construction standards] can make a major 
contribution to the development of society.’ (Al-Sedairy, 2001, p. 168) 
Not meeting the required standards does not only mean that the quality is not sufficient, 
but regarding the project delivery this fact leads to tremendous delays. 
‘Al-Sultan surveyed time performance of different types of public projects and 
concluded that 70% of public projects experienced time overrun. In a 
preliminary survey of the Water and Sewage Authority in the Eastern Province 
in Saudi Arabia, conducted for the purposes of this research, it was found that 
45 out of a total of 76 projects completed during the period (1985-1994) were 
delayed.’ (Al-Khalil et al., 1999, p. 101) 
Although this percentage may seem high, it has to be clarified which influences have 
led to project delay. There may be cultural factors, but other factors may contribute to a 
slow project execution as well. 
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7.2.1. Project management in Saudi Arabia 
Frequent project delays in Saudi Arabia result into resources tied on the construction 
site for a longer period of time and result into higher project costs. The following study 
revealed some interesting facts about the durations for which projects are delayed in 
Saudi Arabia.  
‘The overall average extent of delay for each of the three parties was 35%, 42% 
and 42% of the original project duration in the opinion of the contractor, the 
consultant, and the owner respectively, with an overall average of 39% for all 
the parties.’ (Al-Khalil et al., 1999, p. 101) 
The results from the paper show several reasons for delay, as displayed in Table 27, the 
paper also provides an overview of delayed construction projects in Saudi Arabia 
Table 27: Delay in public utility projects in Saudi Arabia  (Al-Khalil et al., 1999, p. 105) 
 
The delay for projects planned with duration of up to 24 months shows a huge delay. 
The above Table 27 indicates that delay is more than 50% of the original cumulated 
duration. The empirical research has to look for the delay in the assessed projects in 
Saudi Arabia. 
 
7.2.2. Data collection in Saudi Arabia  
The case study in Saudi Arabia was performed at a large government organization with 
more than 5000 employees. The organization is managing 200 construction projects in 
parallel, which are located all over Saudi Arabia. The organization’s main purpose is to 
bridge the gap between the national development of the country and its infrastructure, 
and the increasing need for highly qualified employees. All facilities have educational 
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purposes and have to be designed to meet the requirement to educate men and women 
separately. The organisation has a multimillion dollar budget and is under the direct 
supervision of the Saudi King. Currently, the organisation is working on the 
construction of government-run technical colleges and schools. According to the 
governmental master plan, until 2015 all 200 educational buildings have to be 
completed. Most of the projects are currently delayed and the company had a strong 
interest in analysing the main causes for the project delay and weak project 
performance. For the organisation there was a strong interest to seek solutions of how to 
improve their project management practice to meet their planned timelines with a higher 
accuracy. During the initial discussions with the top management of the organization the 
influence of cultural factors was discussed, since the company is using a lot of external 
labour from countries like Egypt, Jordan, Sudan and other African or Middle Eastern 
countries. The management assumed that the cultural differences might play a role for 
the project delay. Besides interviewing some of the project managers, it was planned to 
visit three construction sites in different stages of the project life cycle to gain a better 
understanding of the project execution capabilities and arising problems. During the 
first two days the company explained in detail what they were doing and how their 
planning and execution process was applied. Org-charts were provided and explained in 
detail. These preliminary talks did not contribute to the research objectives, but were 
important to build up trust and to get to know the researcher’s intentions. After the long 
introduction phase, the first individual interviews were scheduled for the third day. In 
addition to the formal interviews, the researcher attended a couple of informal meetings 
at the administration building and at the constructions sites. In total fourteen meetings 
and interviews were completed. Seven formal interviews were documented based on a 
one-on-one situation. Some of the additional project meetings as the one in Figure 23 
were audio taped and the researcher documented the main findings in a handwritten 
research diary while attending the meetings.  
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Figure 23: Joining a project status meeting in Riyadh  
Project documentation was provided in the form of paper documentation, printed 
project plans, CDs and other project relevant documentation (e.g. change request forms, 
daily report forms). Especially the construction site shown in Figure 24 could be visited 
multiple times. During the visits often no, or only few workers (see Figure 25) were 
present. The project manager explained that this was due to staff hiring problems for 
this construction site. 
 
Figure 24: Photograph from a construction site in Riyadh during a site visit – Case B 
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Figure 25: Photograph from a construction site in Riyadh during a site visit – Case B 
To summarize the data collection process at the Saudi company, the initiation phase was 
longer than planned, but after the decision makers had gained trust, a lot of useful 
information and documentation was made available to the researcher. Especially the 
informal discussions with the employees and external staff contributed a lot to the 
understanding of the influence from national culture and other factors on project 
management processes.  
Besides the data from the interviews, data from other sources was collected for this 
research that was captured by field notes in a research diary. The field notes and 
informal talks provided many insights and seemed to reflect a more honest and open 
view on how people think about their job than in Kuwait. Furthermore, many 
suggestions were made on how things can be improved from a project management 
perspective. During two informal discussions very drastic and surprising statements 
were made. Two individuals raised concern that the management was not capable of 
doing their jobs and that they were very slow in decision making. During a car ride, one 
person stated: 
‘I am so unsatisfied with the projects that I would quit my job immediately if I 
had an alternative offer.’ (Field notes, Riyadh, 10th November 2009, SA-C2-
P004)  
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From a methodological standpoint, the question is how the information that was 
collected during informal meetings can be used. Miles and Huberman (1994) emphasize 
that there is stronger and weaker data during the data collection process.  
‘The stronger data is the data which is collected after repeated contact or which 
is collected in informal settings’ (Miles and Huberman, 1994, p.268) 
The data that was collected in informal settings was documented in the research diary, 
but the ‘coffee break’ meetings were not recorded. The reason for the individual being 
more open was that the person was sure to be in a protected and trusted environment 
with the researcher. Some interviewees even sought advice on how they could change 
their current situation.  
 
7.2.3. Research participants and sequence of interviews 
During the visit to the Saudi organisation brief discussions were held with the vice-
chairman and one of his managing directors. During the data collection at case B the 
management restricted the number of interviews compared to the original plan, as they 
did not like some of the questions regarding the relationships with the supervisors. 
Nevertheless, some interesting patterns were revealed and described as arising main 
themes from the collected data in both projects. Although the decision makers and 
research participants often felt uncomfortable with being interviewed or having the 
researcher around asking questions, all in all it was a respectful partnership during the 
empirical data collection.  
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The following Table 28 shows all research participants and their background. 
Table 28: Research participants in Saudi Arabia 
Organisation Position Nationality Project type Qualifications 
Construction 
company, Saudi 
Arabia 
Project manager / project 
engineer  
Jordanian Construction 
project  
None 
Architect  Egyptian Construction 
project 
Architect 
Project coordinator  Saudi  Construction 
project 
Engineering 
degree 
Project manager / project 
engineer  
Saudi Construction 
project 
Saudi engineering 
degree 
Project coordinator  Egyptian Construction 
project 
Civil engineer, 
PMP certified 
Project coordinator  Egyptian Construction 
project 
Engineering 
degree 
Project manager / project 
engineer  
Egyptian Construction 
project 
Engineering 
degree 
Vice-Chairman Saudi Management 
function 
PhD civil 
engineering 
Managing director Saudi Management 
function  
Saudi diploma 
Head of supervision Saudi Management 
function  
Masters degree 
civil engineering 
Director of maintenance Saudi Management 
function  
None 
The visit in Saudi Arabia started with a kick-off meeting during which the deputy 
chairman together with his managing director introduced the company and explained 
the status of the projects currently being executed.  
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The sequence of interviews, meetings and site visits is presented in Table 29: 
Table 29: Sequence of interviews, meetings and site visits in Saudi Arabia – case B 
Date Meeting / Interview Location Type 
07.11.2009 Kick-Off Meeting, company headquarter 
Riyadh, Saudi 
Arabia 
Informal introduction 
meeting 
07.11.2009 Site visit No.1 with site engineer 
Riyadh, Saudi 
Arabia Site visit and discussion 
08.11.2009 Meeting at the studies and design department 
Riyadh, Saudi 
Arabia Meeting and discussion 
08.11.2009 
Site visit No.2 with head of supervision 
department 
Riyadh, Saudi 
Arabia Site visit and discussion 
09.11.2009 Meeting at the department of maintenance 
Riyadh, Saudi 
Arabia Meeting and discussion 
09.11.2009 Interview #1  
Riyadh, Saudi 
Arabia Structured interview 
09.11.2009 Interview #2 
Riyadh, Saudi 
Arabia Structured interview 
09.11.2009 Interview #3 
Riyadh, Saudi 
Arabia Structured interview 
09.11.2009 Interview #4 
Riyadh, Saudi 
Arabia Structured interview 
09.11.2009 Interview #5 
Riyadh, Saudi 
Arabia Structured interview 
09.11.2009 Interview #6 
Riyadh, Saudi 
Arabia Structured interview 
09.11.2009 Interview #7 
Riyadh, Saudi 
Arabia Structured interview 
10.11.2009 Meeting at the studies and design department 
Riyadh, Saudi 
Arabia Meeting and discussion 
10.11.2009 Site visit at a completed site 
Riyadh, Saudi 
Arabia Site visit and discussion 
11.11.2009 Concluding meeting with management 
Riyadh, Saudi 
Arabia Meeting and discussion 
On the second day, the researcher was invited to visit a construction site in Riyadh. The 
construction site consisted of four buildings that were in different stages of the project 
life cycle. One building was used as a college and students were inside this building. 
The second building was nearly finished and electricians and painters completed the 
interior of the building. The other two buildings had their foundation ready and workers 
were working in the basement and second floor to create the main building structure. 
The next day meetings were held with the head of the studies and designs department. 
This manager was responsible for the design of the building and was handing over the 
planning documents to the site engineers and project managers. As this was only an 
informal discussion the findings could be summarized as part of the field notes. After 
that, another visit to a construction site in Riyadh was planned. This site was mentioned 
as a very active construction site to the researcher and was said to be a good example 
for the construction process. As this new site was approached with the head of 
supervision department, the first impression was very different from the day before. The 
site was populated with more than 50 workers who seemed to be very active. All 
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persons who worked inside the building wore protective clothing and safety jackets. The 
days before there had been workers who walked barefoot and had no protective clothing 
at all. This site visit seemed to be prepared and announced, as you could tell that the 
people being on the construction site acted very cautious about what they did and what 
they said.  Only the head of the supervision department was talking during this visit. If a 
question was addressed to one of the workers, they did not reply and the answers came 
only from the supervision manager. This visit was interesting and many rooms could be 
visited, but on the other hand, no questions could be answered openly regarding reasons 
for project delay or other problems while working on the construction site, this visit 
seemed more like an organized tour to show a well-organized construction site and no 
new information with relevance to the research questions or the research objectives 
could be derived. (Field notes, 9
th
 November 2009, SA-C2-P004) 
After the visit to the construction site the project management office was visited and an 
employee provided some copies of construction relevant documentation and project 
plans. During the next day, additional interview sessions were scheduled and conducted. 
Originally it was planned to have more interviews, but the management did not allow 
more interviews. An explanation why the management stopped the interviews was not 
given to the researcher. Instead of having additional interviews the head of supervision 
department made a tour to a construction site outside Riyadh. This site visit did not 
reveal any relevant information regarding the research aim. The site visit ended with a 
tour at historic sites of the ruling Al-Saud family around Riyadh. Although the 
researcher mentioned that he would prefer talking to other employees within the 
company the manager of supervision department insisted on showing him an old 
mosque and more sights in the city of Riyadh. At this point, it seemed that the 
management of the company had decided that the researcher had asked too many 
intimidating questions. During the last day, all meetings were held in a friendly 
atmosphere, but no more causes for delay could be discussed.  
The visit ended with a meeting at the company headquarters and an outlook to potential 
follow up activities. Although the company was approached afterwards by phone to ask 
if they had changed anything in their project management practice, no further 
information was provided to the researcher.  This experience is a good example of how 
difficult it can be to get to work and collect data in the Middle East. Due to mostly 
autocratic regimes, the rules and regulations are defined by the top management and a 
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lot of information is kept confidential. This tendency will be explained in the next 
section (chapter 7.2.4) in more detail. On the other hand, it shows the need to 
understand why projects are delayed and the requirement to collect further data.  
 
7.2.4. Specific challenges for researchers in Saudi Arabia 
One specific challenge in the Middle East is the high degree of scepticism, which can be 
explained with the high power distance based on the Hofstede results for the Arab 
World. This leads to behaviour to think in tall organizational pyramids and avoid 
decision making on the operational level. Many individuals are scared that information 
from the interviews will be used to share this information with their direct management. 
The researcher could experience this in a number of interviews when the interviewees 
acted and behaved very nervously as the researcher asked about their relation to the top 
management. During one interview, it so happened that the manager of the person 
stepped into the room and the interview had to be interrupted. It was not clear to the 
researcher if this interruption was made on purpose to disturb the interview process or if 
there really was a business related question. Once the manager had come into the room 
the discussion was in Arabic language and could not be understood by the researcher. 
Another lead for the challenging cultural environment was that during the visits in the 
Middle East, a lot of facts were provided during informal coffee talks or discussions or 
while driving in the car with another person.  
The behaviour experienced by talking to individuals was similar to the personal 
experience of the author during the 1980s in the former Eastern Germany, where an 
atmosphere full of distrust was common and a regime who concentrated all executive 
and legal power to a leading class with few privileged persons as part of the society. 
The Saudi political and social environment seems similar, and has a legal system based 
on the Sharia law, as explained in chapter 2, with hard punishments like public 
beheading for crimes where Western legal systems would offer only a few years of 
imprisonment. The impression was underpinned by the fact that there was a strong 
difference between talking with Arabic employees during the official interview, or by 
talking with a person in an informal setting. Some of the interviewees even seemed to 
seek for informal situations and talked to the author in privacy to reveal what they really 
think about their project situations. Nevertheless, the effort was worth investing because 
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this conservative Islamic country helped to understand the influences on project 
management. Furthermore, the country of Saudi Arabia is by far the largest on the 
Arabian Peninsula and may be seen as a good representative for findings based on this 
research context. 
 
7.3. Embedded unit of analysis – Construction project 4  
The Saudi company had to work on educational facilities all over the country. Typically 
the project sizes of the projects are similar with a planned duration of 2-3 years. Most of 
these projects have a similar scope. Since the Saudi King has defined education as one 
of the primary goals for the development of the country, it is important that the projects 
are carried out in a suitable timeframe. For project 4 the interviews were conducted with 
a project manager with a Jordanian nationality and an Egyptian architect. The project 
manager had a reporting responsibility to a Saudi manager. The Saudi manager was 
travelling a lot, so the project manager had to work out a lot of things on his own. 
 
7.3.1. Background of the project 
This project was planned to create a usable space for the educational facility of 400.000 
square meters compromising two educational buildings. All projects have to be 
delivered with a minimum of two buildings, because the male and female students are 
not allowed to learn in mixed classrooms. So the buildings are strictly separated based 
on the genders being educated in the facilities. It was even prohibited that male teachers 
came in contact with female students, so there were even rooms for the teachers where 
the lecturer was video recorded and displayed on screen in the room with the female 
students. Furthermore, the girls’ buildings needed special maintenance rooms for male 
service technicians to avoid seeing female students. So they had to access through a 
special gate and were not allowed to use the same hallways as the female students did. 
As mentioned previously the religious background of Saudi Arabia is a strict form of 
Islam and this is reflected in many things in the daily life. 
The overall project duration of project 4 was planned for 3 years and the project was 
delayed already between 6-12 months. The project was still being delivered, so the 12 
months are the maximum what the project manager expected. As in many Middle 
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Eastern projects, multiple nationalities were also involved in this construction project.  
The project manager mentioned project team members from Egypt, Tunisia, Jordan and 
Algeria. In addition to the multiple nationalities, it is also typical that there are no 
Saudis working on the construction site. These jobs are only delivered by the non-Saudi 
workforce. The Saudi citizens can afford to have foreign labour on the construction site 
to avoid working in the desert climate and high temperatures. Regarding the project 
management approach used in the project, the project manager highlighted that he was 
not trained for any specific project management framework, but explained during the 
interview that: 
‘I study myself according to PMI. I read some books.’ (Project manager M., 
Jordanian, SA-C2-P004-1) 
During the kick-off meeting in Riyadh, the vice chairman of the company explained that 
the organization is following the PMI approach. 
‘We follow the PMI approach and allow training for our project managers 
according to PMI.’ (Vice-Chairman F., Saudi Arabia, SA-C2-P004-P006) 
To support the planning process, the company is using the primavera project 
management solution. This software was used to develop project bar charts and other 
planning documents to report the project status to the top management of the company. 
 
7.3.2. Other factors influencing project management 
As we look into non-cultural factors, which are influencing the project or delay the 
project, there were multiple factors mentioned during the discussion with the project 
manager. 
‘We have many projects; we started about 200 construction projects. So we 
don’t have the experience to manage the projects. We started a lot of projects at 
the same time… [] so you can find all problems at the same time. We have huge 
delay in some projects. We have to finish the projects now. I think we should 
start with 10 projects and finish them and then take the experience for the new 
project. Maybe we need more departments or other departments.’ (Project 
manager M., Jordanian, SA-C2-P004-1) 
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This project manager also highlighted that price changes and the geographic distance 
may be a cause for the project delays.  
‘I think this is the main reason. Some projects are very far away from the 
suppliers and subcontractors. We need to bring the material there. Also the 
prices in the last two years come up really quickly. Almost the costs our projects 
was 40 Mio. Now the new projects come 100 Mio. The price has gone really up.’ 
(Project manager M., Jordanian, SA-C2-P004-1) 
This interview revealed many factors that were, in the view of the project manager, 
responsible for project delay.  The discussion also showed that the project manager was 
overwhelmed with the tasks he had to deliver. There are parallel tasks and projects to 
handle, which were in his view, leading towards project delay. During an informal 
discussion with the project manager he highlighted that he feels a high pressure on his 
role, since he can be laid off easily and has no job security.  
The physical distance to the construction site seemed to be a problem and in addition to 
that he had problems with the prices for raw material resulting in rising costs for the 
construction sites.  For this project, a second interview could be conducted. One of the 
planning architects was interviewed about the same project. He confirmed the delay of 
the project and expressed some other reasons for the project being delayed.  
‘Distance to the sites and paperwork and rules for approval… [] the sites are 
more than 1000km away from [this] site.’ (Project architect M., Egyptian, SA-
C2-P004-3) 
So as a summary there are multiple other factors mentioned: Physical distance to the 
construction site, high costs for raw material, the rules for approval and paperwork.  
 
7.3.3. Cultural factors influencing project management 
The cultural factors are of special interest and during this project analysis some new 
findings could be explored. The importance of quick results was discussed and the 
project manager replied that he sees quick results as an important element for the 
project. This supports the short-term orientation where the quick results are one typical 
characteristic. The second interviewee confirmed this finding: 
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 ‘Milestones are not important.’ (Project architect M., Egyptian, SA-C2-P004-3) 
Then the project manager was asked about his attitude towards change requests. He was 
getting very aggressive on this topic and replied: 
‘Every time we have changes, because we are technical college, the technology 
changes very fast. So we make something like IP telephone, we have from 3 
years we have analogue, digital telephone, so we must change our design and 
the implementation because of technology.’ (Project manager M., Jordanian, SA-
C2-P004-1) 
After the interview was completed, the project manager took me on a tour of one of his 
construction sites where he told me that he thinks that change requests are one of the 
biggest problems while working on construction projects. He said that he wants his 
manager to reject all changes. This statement underlines a very negative attitude 
towards changes and change requests. The Egyptian architect replied to this question 
that the changes cause a lot of problems and in addition to that the decision time is very 
long.  
‘They [change requests] cause a lot of problems, many changes come on the 
decision take long, so they cause big delay.’ (Project architect M., Egyptian, SA-
C2-P004-3)  
Within this statement there are multiple layers that have to be analysed further. There is 
clearly a negative attitude towards changes, which is a finding relating to a high degree 
of uncertainty avoidance, but also there is a link to the power distance within the 
organization, since the project manager mentions that the changes take quite a long 
time. 
The last set of questions aimed to understand the relationship with his manager. During 
the interview the first question about the relationship was not answered and the 
interviewee became very nervous. During the discussion on the construction site in 
Riyadh he explained that he has a very poor relationship with his manager and that he is 
very afraid of being fired from the company. The following statement underlines this 
finding 
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‘You have another idea? (Joking and repeating the question:  you are under 
pressure or not?) All people are pushing and we check all the time. If you are 
not excellent they kick you out of the company. You get personal reports from 
the manager, so I can’t relax.’ (Project manager M., Jordanian, SA-C2-P004-1) 
The last set of questions was also asked to the project architect. This was indeed very 
interesting. Again, there was the tendency to avoid this question and to provide a formal 
reply: 
‘… (after a few seconds) but it’s a good relation.’ (Project architect M., 
Egyptian, SA-C2-P004-3) 
Also the question if the manager is accessible or not was answered: 
 ‘Yes, very accessible.’ (Project architect M., Egyptian, SA-C2-P004-3) 
During the above response the interviewee acted very nervous. Later on during the 
informal coffee talks he told me that the answers were wrong answers and he described 
the relationship with his manager as being very poor.  
‘If I want to talk to my manager, I will write him a formal note. This note will be 
delivered to his office by the mail boy, since I don’t dare to approach him 
directly. I know he will not respond… [] I am now 10 years with the company 
and I have never received an answer to any of my requests.’ (Project architect 
M., Egyptian, SA-C2-P004-3) 
This indeed underlined the huge power distance and interestingly the perceived distance 
seemed larger in cases where the manager (In this case a Saudi national) has employees 
with another nationality. This finding was observed in one of the Kuwaiti cases and can 
be confirmed in case B.  
 
7.3.4. Arising and confirmed themes from the data analysis 
From this project a few themes can be identified.  
 ‘Difficult relation with superior’     (Theme #3a) 
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This was identified as one of the main themes during the interviews, but this finding 
depends on the constellation between the manager and his employee. The cases where 
the manager and his project manager had the same cultural background the relationship 
was described as being very good. Another identified main theme which also occurred 
in one of the projects from case study A. 
‘Negative attitude towards change requests’   (Theme #4) 
The following themes were supported by multiple statements during this case 
 ‘Milestones are perceived flexible’     (Theme #1) 
 ‘Quick results are important’    (Theme #2) 
For the other factors influencing project work the following themes could be confirmed 
from this case: 
‘Insufficient project management skills’    (Theme #5) 
‘Weak HRM skills and lacking management support’ (Theme #6) 
The two above themes seemed to be of importance for the role of being a project 
manager on site, although it seems that the projects have some progress, it may be that 
themes #5  and #6 and the lack of skills of the project manager lead to the reported 
delays of the construction site. In addition to that many of the themes which came up 
during case study A could be confirmed. So the themes #7 to #10 definitely contribute 
to the project delays which are being encountered during this unit of analysis in Saudi 
Arabia. Although the cross-case comparison is a topic of chapter 8, it has to be 
underlined that theme #10 will be one theme which should not occur in Kuwait, since 
the physical distances in Kuwait are limited to the small area of the country, whereas 
Saudi Arabia is a widespread region and the largest country in the Middle East. 
‘Slow decision making process’    (Theme #7) 
‘Complex reporting requirements’    (Theme #8) 
‘Financial reasons and weak position of the contractor’ (Theme #9) 
‘Physical distance to the construction site”   (Theme #10) 
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The findings from this unit of analysis are summarized in the following Table 30 with 
the related Hofstede links and links to the respective themes. 
 
7.3.5. Summary of the findings for project 4 – Case B 
The following factors were identified and displayed in Table 30 discussing project 4 as 
the embedded unit of analysis within case B. 
Table 30: Summary of the findings from project 4 as part of case B 
Source of 
information 
Cultural factors 
influencing project 
management (O1) 
Other factors influencing 
the management of 
projects (O4) 
Understand the key 
challenges for project 
managers (O3) 
Interview with the 
project manager / 
team members 
Milestones are not 
important (flexible) (low 
LTO, Theme #1) 
Changes are causing a lot 
of problems and lead to 
project delay.(high UAI, 
Theme #4) 
Approval rules and the 
related reporting 
paperwork are making the 
decision process lengthy 
and bureaucratic. (high 
UAI, high PDI, Theme 
#7/ #8) 
Too many projects at the 
same time. (Theme #5) 
Physical distance to the 
construction sites is 
making the handling of 
projects difficult (Theme 
#10) 
 
There is not enough 
support from the 
management side. 
(Theme #6) 
The high costs for the 
raw material and price 
increase are one big 
challenge for the 
projects. (Theme #9) 
Informal 
discussions with the 
project manager 
and project team 
members 
High power distance was 
observed by the project 
manager (Egyptian / 
Saudi relation) (high PDI, 
low IDV Theme #3) 
Milestones can be 
rescheduled if required, 
but quick results are 
important for the project 
(low LTO, Theme #1 / 
#2) 
There is a high pressure 
on foreign workers as 
their contracts can be 
cancelled easily (Theme 
#6) 
Lacking project 
management 
qualification, especially 
for HR management and 
project resource 
management (Theme #5 
/ #6) 
Review of project 
related 
documentation 
Some documentation was 
provided, but provided no 
further evidence 
regarding the cultural 
factors.  
No information retrieved - 
Observations while 
being on site 
The project manager was 
very nervous while 
talking about the relation 
with his supervisor. It 
seems that the relation to 
his boss is very difficult. 
(high PDI, Theme #3) 
The project manager 
seemed very unsatisfied 
with the overall situation. 
Many indications were 
provided that the 
management left him 
alone with the problems. 
(Theme #6) 
The project manager was 
visited 4 times during the 
on-site data collection 
and the supervisor was 
never present.(Theme #6) 
One challenge is to get 
hold of decision makers 
as they are often not 
present or in meetings. 
(Theme #6) 
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7.4. Embedded unity of analysis 5 – Construction project 
The next project is another educational facility. The planned duration of this project was 
between 24 to 36 month maximum. The current delay is 12 months, and the 
construction project is not yet finished.  
 
7.4.1. Background of the project 
The project setup of this project is staffed with an expatriate workforce. The project 
manager, who was in this case a Saudi project engineer, highlighted that the overall 
project was staffed with Egyptian and Jordanian people. The interviewed mechanical 
engineer extended the nationalities by mentioning Syrian team members. By asking the 
project manager about his professional qualification, he mentioned that he has a Saudi 
Diploma, but no project management qualification. He was not aware of any project 
management methodology or any project methodology and replied that during this 
project he has not used a professional framework to deliver the scope of the project. The 
same was true for his project engineer who is a qualified mechanical engineer with no 
formal project management qualification.  
 
7.4.2. Other factors influencing project management 
The question is what factors contributed to the delay in this project. The interviewees 
identified the following reasons for the delay. 
‘Maybe he [the contractor] has no cash money, this is the main reason. The 
contractors have no management, he can start somewhere. They have no 
managers.’ (Project engineer S., Saudi, SA-C2-P005-1) 
The project manager mentioned the following elements being reasons for the project 
delay.  
‘The main thing is the contractor; the contractor does not pay the subcontractor. 
But mainly it’s the contractor. Sometimes they do changes this is the reason for 
delay…’ (Project manager S., Saudi, SA-C2-P005-1) 
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During this interview no other factors were mentioned. The two interviews were very 
unusual, especially towards the end where the interviewees didn’t answer any of the 
questions and replied with ‘Silence’.  There may be multiple reasons to deal with 
silence, so the next section (chapter 7.4.3) discusses around the issue of silence during 
interviews. 
 
7.4.3. Dealing with ‘silence’ during the interviews 
The researcher experienced this ‘silence’ and not providing an answer a few times 
during the course of the interview sessions. This occurred only while speaking with 
Saudi interviewees. The question for this research was how to deal with ‘silence’ as a 
response to a question. For the interviewer it was often unclear if this ‘silence’ could be 
interpreted to contribute to the data analysis of not. Due to this reason the next section is 
taking an excursus to look for findings regarding silence during interviews. 
According to (Saville-Troike, 2006) silence may have a meaning. It can be defined as 
the absence of acoustic signals. Nevertheless it can be seen as one element during 
communication. 
‘Silence is a ‘signifier’ in Saussure’s sense of a meaningful element that is 
linked to a referent by cultural convention.’ … ‘Because cultural beliefs, values, 
and practices are integrally involved in the process, socializing young children 
or new group members to the meaning of silence may be considered part of the 
transmission of worldview.’ (Saville-Troike, 2006, p. 379) 
This clearly shows that silence is linked to a cultural convention, but still the questions 
remains of how silence can be interpreted during an interview session. A paper by 
Nakane (2006) points towards the following direction: 
‘The problem is that, due to the ambiguous nature of silence, it is often difficult 
to discern the intentionality of silence. Follow-up interviews with participants 
may sometimes provide clues, but this is not always the case.’ (Nakane, 2006, p. 
1814) 
This shows that it is difficult to have an interpreted meaning for this silence. Other 
sources that look at the psychoanalytic function of slices came to the conclusion: 
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‘The various roles of silence in the metalinguistic function range from its being 
a discourse marker to reflecting the ‘right to silence.’ (Ephratt, 2008. p. 1909) 
No direct explanations could be found how ‘silence’ is used in the Middle East or the 
Arab world and what meaning can be derived from this silence. Concerning this 
research, it could be a misunderstanding of the question or an interviewee not wanting 
to answer this question. To make sure that the question was understood correctly the 
interviewer repeated the question. Since the interviewee also had the interview 
questionnaire as a printed copy, it can be excluded that the question was not understood 
or the language skills are not sufficient. Interestingly, it was observed that during the 
‘silence’ the interviewee looked around and was behaving very nervous. For this 
research project, ‘silence’ was interpreted as being neutral. No other reliable conclusion 
can be made based on ‘silence’ and the experienced behaviour and body language. 
Besides the two ‘silence’ answers, one other answer was given by one interviewee 
being categorized as a neutral answer. From the response ‘approvals take time and this 
is new in the project’ no direct conclusion can be drawn, since this answer is not 
relating to the asked topic. 
 
7.4.4. Cultural factors influencing project management 
Regarding the cultural factors having an influence on project work, many of the 
questions have not been answered. For some reasons the last set of the critical questions 
about the relation to the superior were answered. The project manager highlighted that 
 ‘He is always reachable by phone’ (Project manager S., Saudi, SA-C2-P005-2) 
During this set of questions he almost seemed happy and was smiling while answering 
the question. The project team member also underlined the good relation to his superior.  
‘He has open room [for me. I] even [have] his mobile number.’ (Project 
engineer S., Saudi, SA-C2-P005-1) 
Concerning the question if the superior is accessible he replied. 
 ‘Yes, no problem.’ (Project engineer S., Saudi, SA-C2-P005-1) 
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He also seemed proud and happy that I asked him these questions. As I spoke a little bit 
on the hallway with the project engineer after the interview, he told me that there is a 
huge difference how the expatriate non-Saudi workers are treated by their management. 
‘The non-Saudi workers are treated like slaves. If the management does not like 
a person, they terminate the contract immediately. The salary is only much less 
compared with a Saudi doing the same job.’ (Project manager S., Saudi, SA-C2-
P005-1) 
This opened an interesting and unexpected trail for the data analysis. Similar to what 
has been experienced in Kuwait, there seems to be a tendency to differentiate between 
co-workers with the same nationality and another nationality. The typical characteristic 
for a high PDI country would be that the managers are not accessible. All analysed 
projects show a different behaviour in cases where we have a combination of local 
nationals working together. It seems that the collectivistic tendency influences the 
behaviour of the power distance index. This has to be discussed further during the cross-
case analysis in chapter 8. 
 
7.4.5. Arising and confirmed themes from the data analysis 
The analysis of this project revealed and supported the following main themes: 
 ‘Good relation to superior’      (Theme #3) 
 ‘Negative attitude towards changes’    (Theme #4) 
Besides that two other themes were confirmed during the informal discussion with the 
project manager. 
‘Insufficient project management skills’    (Theme #5) 
‘Weak HRM skills and lacking management support’ (Theme #6) 
 ‘Financial reasons and weak position of the contractor’ (Theme #9)  
During this project we have again a setup where a Saudi project manager reports to 
Saudi supervisor. Some of the identified problems were not raised. The researcher had 
the impression that in cases where there was a good relation being identified the 
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interviewees did not raise the negative points. The overall attitude was very positive and 
cautious. The only time where this attitude changed was during the discussion around 
changes and change requests. The mood changed and as experienced during many 
interviews before the mood of the project manager changed. 
 
7.4.6. Summary of the findings for project 5 – Case B 
The following factors were identified discussing project 5 as the embedded unit of 
analysis within case B. (see Table 31) 
Table 31: Summary of the findings from project 5 as part of case B 
Source of 
information 
Cultural factors 
influencing project 
management (O1) 
Other factors influencing 
the management of 
projects (O4) 
Understand the key 
challenges for project 
managers (O3) 
Interview with the 
project manager / 
team members 
In constellations with 
Saudi / Saudi there was a 
very good working 
relation and a   good 
accessibility of the 
management. (high PDI, 
low IDV, Theme #3a) 
Changes often result into 
project delay. (high UAI, 
Theme #4) 
Financial problems of the 
contractor. (Theme #9) 
Weak management 
support by the company 
(Theme #6) 
One of the key 
challenges highlighted 
during the interview are 
the availability and 
qualification of the 
required resources  
 
Informal 
discussions with the 
project manager 
and project team 
members 
If the project team 
member is a non-Saudi 
managed by a Saudi, they 
are often treated like 
‘slaves’ with no job 
security. (high PDI, low 
IDV, Theme #3) 
 
The poor project 
management qualification 
was a problem for project 
manager. (Theme #5) 
The engineering 
background often seems 
insufficient to manage the 
team (HRM) and the 
project accordingly. 
(Theme #6) 
High pressure on the 
non-Saudis as they have 
no job security and a 
lower salary than Saudi 
co-workers 
 
Review of project 
related 
documentation 
- - - 
Observations while 
being on site 
The Saudis were very 
quiet ‘silence’ during the 
interviews. It was unclear 
why they did not proved 
answers to some of the 
questions. (high UAI) 
The offices were very 
chaotic there was 
documentation laying on 
the floor and there 
seemed to be no structure 
in the project 
documentation (Theme 
#5) 
- 
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7.4. Embedded unity of analysis 6 – Construction project 
The last of the three analysed projects in Saudi Arabia was a construction site in 
Riyadh. The construction was nearly finished and the interviews were conducted with 
one person being the project manager and two project team members who had worked 
on many construction projects with the company already. All three interviewees from 
this project had an Egyptian nationality. 
 
7.4.1. Background of the project 
The overall project was managed by a team with various qualifications. 
‘About 4 men, we have 5 site engineers, we make PMO for management, 
planning, drawings, and we need PMO there. So all Management issues come 
from our PMO, then we go to site and they connect with me and I send the 
schedule for approval to the management. If you need our PMO engineer 
members there is 3 structural engineers, 5 architects, 10 craftsmen, 2 planning, 
1 construction.’ (Project engineer S, Egyptian, SA-C2-P006-1) 
As observed in the other projects the project faced delay. The original (planned) 
duration was 3 years and was extended significantly.  
‘Typical delay (laughing), delay cause by us, all delay it’s a special case here. 
Maybe 1 year.’ (Project engineer S, Egyptian, SA-C2-P006-1) 
This project was managed according to the PMI standard and the project manager was 
even PMP certified. He confirmed that he is applying the PMI standard and that they are 
using software to manage and control the project. The software used is primavera. 
 
7.4.2. Other factors influencing project management 
The project manager was asked what type of reasons he is seeing which may be 
responsible for the delays on the construction projects. 
‘Resources, Cash problems with the contractors, no proper management at the 
contractor, no coordinator at the contractor, sometime tender specification, 
sometime the organization has to save time. Afterwards nobody checks tender 
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documents. So we find a lot of reasons. [] For AAA colleges there is too much 
problems, because it’s new design and new buildings. Also in BBB colleges we 
don’t have traditional building. For BBB it’s simple. We have a lot of problems. 
For AAA the teacher has to stay out and we have to manage this. We have too 
many changes with the AAA. At the first stage there will be more and more 
changes. We have 58 AAA and it’s a headache.’ (Project engineer S, Egyptian, 
SA-C2-P006-1) 
It seemed that this project manager is strongly aware of the multiple problems that the 
company faces while working on the construction. By the project team members the 
following information was added: 
‘Last year we had big problems, we had many variation orders.’ (Project 
engineer M.R., Egyptian, SA-C2-P006-2) 
The other project team member confirmed that the prices are problematic.  
‘In this project the prices were very high…’ (Project engineer M.K., Egyptian, 
SA-C2-P006-1, SA-C2-P006-2) 
The next section is looking at the cultural factors that have been highlighted from the 
interviewees 
  
7.4.3. Cultural factors influencing project management 
The cultural factors during this project reveal some more influences on the project 
delivery. The questions regarding the short-term orientation confirm the expected short-
term tendency. 
‘[Quick results] are very important for us, the costs of material and labour, it’s 
important for us to finish the project ASAP and use resource for other projects.’ 
(Project engineer S, Egyptian, SA-C2-P006-1) 
The tendency for a rather short-term orientation can be confirmed through the following 
statements. 
‘Yes, [quick results] are very important.’ (Project engineer M.R., Egyptian, SA-
C2-P006-2) 
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‘Quick results are important, the management expects good results and 
otherwise they can lay us off.’ (Project engineer M.K., Egyptian, SA-C2-P006-2) 
The next cultural factor is the attitude of the person towards change requests. The 
project team members highlighted which are the main causes for problems during the 
project. 
‘Changes are one cause for the delay in the projects. Even if the contractor is 
good there will be problems.’ (Project engineer M.K., Egyptian, SA-C2-P006-2) 
The other project team member added: 
‘The money and the changes are our biggest problems.’ (Project engineer M.R., 
Egyptian, SA-C2-P006-2) 
Following the analysis around cultural factors, it is required to look at the effect of 
power distance during this project. Since all three team members are Egyptians and 
have a Saudi line manager within the organisation the statements underline the 
previously described interrelation of power distance being increased if the team member 
is from a different national background. The project manager highlighted: 
‘My supervisor is in our company. I have to coordinate with all engineers at 
AAA. The problem is you cannot find the manager. He does not see the issue.’ 
(Project manager S., Egyptian, SA-C2-P006-1) 
‘I will sometimes write him a note, but he will not answer this …’ (Project 
engineer M.R., Egyptian, SA-C2-P006-2) 
‘If I see him I avoid talking to him, it’s difficult and I don’t see him often.’ 
(Project engineer M.K., Egyptian, SA-C2-P006-2) 
The three statements from project 6 underline the assumption of the huge power 
distance in Saudi Arabia. 
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7.4.4. Arising and confirmed themes from the data analysis 
The following main themes regarding cultural factors were confirmed during the data 
analysis. 
 ‘Difficult relation with superior’    (Theme #3a) 
 ‘Negative attitude towards changes’    (Theme #4) 
 ‘Quick results are important’    (Theme #2) 
For the other factors supporting statement for the following themes were made 
‘Insufficient project management skills’    (Theme #5) 
‘Weak HRM skills and lacking management support’ (Theme #6) 
‘Complex reporting requirements’    (Theme #8) 
 ‘Financial reasons or weak position of the contractor’  (Theme #9) 
 ‘Environmental factors such as physical distance’  (Theme #10) 
During this project there were indications for the difficult relation between the 
supervisor and the project manager in a non-Saudi / Saudi constellation, furthermore 
during this project the problem of the physical distance and the complex reporting 
requirements were mentioned. So the Saudi cases seem to confirm many of the themes 
which were identified during the data analysis process.  
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7.4.5. Summary of the findings for project 6 – Case B 
The following factors were identified discussing project 5 as the embedded unit of 
analysis within case B. (see Table 32) 
Table 32: Summary of the findings from project 6 as part of case B 
Source of 
information 
Cultural factors 
influencing project 
management (O1) 
Other factors influencing 
the management of 
projects (O4) 
Understand the key 
challenges for project 
managers (O3) 
Interview with the 
project manager / 
team members 
In constellations with 
Egyptian / Saudi there is a 
bad working relation and 
weak accessibility of the 
management. (high PDI, 
low IDV, Theme #3) 
Preference for quick 
results / short-term 
orientation can be 
confirmed. (low LTO, 
Theme #2) 
A negative attitude 
towards change requests 
was formulated. (high 
UAI, Theme #4) 
Financial problems and of 
the contractor (Theme #9) 
Weak management by the 
company and the 
contractor (Theme #6) 
Too many variation 
orders and tender 
specification changes 
(Theme #4) 
Increasing prices of the 
raw material (Theme #9) 
One of the key 
challenges highlighted 
are the availability of 
qualified resources from 
the contractors 
The management of 
changes together with 
the new building design 
was one main difficulty 
for the project manager 
(Theme #10) 
Informal 
discussions with the 
project manager 
and project team 
members 
The job security was 
mentioned as one 
problem to be very 
careful when talking to 
the manager. (high UAI, 
high PDI, Theme #3) 
 
Many other factors were 
mentioned and identified 
as being the root cause 
for project related 
problems. (e.g. reporting 
requirements and 
physical distance) 
(Theme #8, Theme #10) 
The project manager was 
very de-motivated due to 
the lacking management 
support (Theme #6) 
One of the key 
challenges is the proper 
handling of multiple 
changes leading to 
project delay. (Theme 
#4) 
Getting access to the 
supervisor for decisions 
(Theme #3) 
Review of project 
related 
documentation 
- - - 
Observations while 
being on site 
The quality of the 
construction site seemed 
very low. The site 
manager explained that he 
is very unsatisfied with 
the quality of the workers. 
(Theme #5) 
-  
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7.5. Data triangulation of the main themes 
During the following section the data triangulation from case B was performed. The 
following main themes can be triangulated by evidence from different sources. 
 
7.5.1. Milestones are flexible and quick results are important 
There were many statements made during the interviews that milestones are seen as 
flexible elements that can be rescheduled any time. (see Figure 26) 
Milestones are 
perceived flexible 
(Theme #1)
Interview with 
project manager S., 
Saudi Arabia, SA-
C2-P004-1
Informal discussion 
with architect, SA-
C2-P004-2
Interview with 
project manager S., 
Saudi Arabia, SA-
C2-P004-3
Documentation: 
Gantt project plan 
wass created 
without milestones
 
Figure 26: Data triangulation for theme #1 in case B 
The next Figure 27 shows the triangulated data for the importance of quick results 
Quick results are 
important 
(Theme #2)
Interview with 
project manager 
S., Saudi Arabia, 
SA-C2-P006-1
Interview with 
project manager 
M.K.., Saudi 
Arabia, SA-C2-
P006-2
Interview with 
project manager 
M., Saudi Arabia, 
SA-C2-P004-2
Interview with 
project manager 
S., Saudi Arabia, 
SA-C2-P004-1
 
Figure 27: Data triangulation for theme #2 in case B 
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7.5.2. Negative attitude towards changes 
The second arising main theme from the data analysis is that many of the interviewed 
persons had a very negative attitude towards changes and change requests. Some even 
reacted aggressively while talking about the impact of changes. (see Figure 28) 
Negative attitude 
towards changes 
(Theme #4)
Interview with 
project manager S., 
Saudi Arabia, SA-
C2-P004-1
Interview with 
project manager M., 
Saudi Arabia, SA-
C2-P004-2
Interview with 
project architect M., 
Saudi Arabia, SA-
C2-P004-3
Interview with 
project manager M., 
Saudi Arabia, SA-
C2-P006-2
 
Figure 28: Data triangulation for theme #4 in case B 
7.5.2. The relationship between the project manager and the supervisor 
As already discussed in case A the relation between the supervisor and the project 
manager is good when a Saudi / Saudi constellation was found in case B. On the other 
hand the relation turned to be a difficult one when the supervisor and the project 
manager are from different cultures. The following two figures (Figure 29 and Figure 
30) underpin these findings by displaying multiple sources of evidence from the data 
analysis. Especially for the difficult relationship many sources had identified. 
Difficult relation to 
superior (Saudi / 
non-Saudi setup)
(Theme #3a)
Interview with project 
manager, 
SA-C2-P004-2
Interview with the 
project manager, 
KW-C1-P003
Interview with 
project manager, 
SA-C2-P004-2
Observation while 
being on site, KW-
C1-P003
Observation of the 
project manager, 
SA-C2-P004-1
Informal discussion 
with the project 
manager, SA-C2-
P005-1
Interview with 
project manager S., 
SA-C2-P006-1 & 
SA-C2-P006-2
 
Figure 29: Data triangulation for theme #3a in case B 
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The next Figure 30 shows the data triangulation for a good relation between the 
supervisor and his employee. 
Good relation to 
superior (Saudi / 
Saudi setup)
(Theme #3)
Interview with 
project manager S., 
Saudi Arabia, SA-
C2-P005-1
Interview with 
project manager S., 
Saudi Arabia, SA-
C2-P005-2
Observations while 
joining a meeting in 
Saudi Arabia
 
Figure 30: Data triangulation for theme #3 in case B 
 
7.5.3. Insufficient management training and lack of management support 
Regarding the other factors there were a few identified which can be triangulated within 
the case study B. As mentioned in the analysis during case study A, there are clear 
indication for lacking project management skills, lacking HRM skills and insufficient 
management support. Since all these items are pointing towards one direction they are 
summarized together. (see Figure 31) 
All are engineers, 
but no project 
certification
[SA-C2-P006-1]
So we don‘ t have 
the experience to 
manage a project
[SA-C2-P004-1]
In the team the people 
have computer skills
[SA-C2-P005-1]
Insufficient project 
management skills 
and weak HRM 
skills
(Theme #5/#6)
Two persons are IT 
qualified
[SA-C2-P005-2]
Informal discussion 
showed lacking HRM 
and PM skills
[SA-C2-P004-1]
Observations on site 
confirmed lacking 
management skills
[SA-C2-P005]
Informal discussion 
confirmed lacking 
management support
[SA-C2-P006]
 
Figure 31: Triangulation for the themes #5 and #6 in case B 
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7.5.4. Slow decision making process and complex reporting requirements 
Many of the interviewees confirmed this finding during the interviews and also during 
the informal discussions. (see Figure 32) 
Interviewee #7 
confirmed slow 
decisions and complex 
reporting regulations
[SA-C2-P006-2]
Slow decision 
making and complex 
reporting 
requirements 
(Theme #7 / #8)
Confirmed during an 
interview and informal 
discussion
[SA-C2-P004-3]
Confirmed during the 
interview
[SA-C2-P006-1]
During the interview the 
problems with slow 
descisions were highlighted
[SA-C2-P006]
 
Figure 32: Triangulation of theme #7 and #8 
 
7.5.5. Problems with the contractor and other financial reasons 
Facts which confirm that financial problems or problems with the contractors were 
leading to project delay were confirmed in all units of analysis during case B. (see 
Figure 33) 
Interview confirmed 
problems with the 
contractor
[SA-C2-P004-1]
Financial reasons, 
increased costs and 
weak financial 
position of the 
contractor (Theme 
#9)
The contractors and 
material costs caused 
many problems
[SA-C2-P005-2]
Informal discussion 
confirmed increased 
costs
[SA-C2-P004-1]
During the interview the 
problems with the 
contractors were mentioned
[SA-C2-P006]
 
Figure 33: Triangulation of theme #9 
Next to theme #9 also theme #10 ‘Environmental factors such as physical distance’ was 
confirmed in two units of analysis. Since this fact is specific for the geographic size of 
Saudi Arabia, this fact will be considered as another factor influencing the project 
delivery, but this factor will be excluded from the cross-case analysis.  
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7.6. Summary  
Chapter 7 described case B with three projects as the unit of analysis in Saudi Arabia. 
The assessed company (case) was running a large amount of projects in parallel. During 
the visit in 2009, there were 200 parallel projects at different stages of the project 
lifecycle. In this chapter, many reasons for project related problems were identified 
from the case study data. Some of the mentioned influences are clearly culture related, 
whereas there are also many other factors that are contributing to the project delay and 
have a negative influence on project work. After this second within-case analysis, the 
next chapter 8 will analyse the main themes from the cross-case analysis perspective. 
There will be a discussion about which factors influence project management in what 
way and how these factors may relate to the PMI project management framework 
described in the PMBoK. Furthermore, the cross-case results will be reviewed in light 
of the results from the literature review. The within case results already show that there 
are some main themes which are similar to the ones identified in case A. One theme was 
identified which seemed construction related. It was mentioned a couple of times that 
the contractors cause problems for the project. This needs to be reflected in the model 
accordingly. The overall aim of the next chapter 8 is to look at cross-case similarities 
and differences to understand which of the observed factors may be used as 
explanations for similar projects in the Middle East.  
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8. Cross-case analysis and discussion 
8.1. Introduction  
The following chapter will mainly be dedicated to the analysis of the findings from the 
two case studies that were presented during chapter 6 and chapter 7. Its goal is to 
develop an understanding of the influencing cultural and other factors in the Middle 
East. The findings should provide a contribution to the discipline of project 
management. This chapter is split into two main sections. Firstly the similarities and 
differences between the case studies are presented. Secondly the findings will be 
discussed in light of the existing literature. The cross-case analysis during this chapter is 
designed to present a logical chain of evidence that will improve the transferability of 
the results beyond the single case study as explained by Miles and Huberman (1994) 
and Yin (2009). The logical chain of evidence will be based on the arising main themes 
that have emerged separately from the embedded units of analysis within case A and 
case B. Now the results will be compared for conclusions which can be used beyond the 
single case. At the end of this chapter the differences and similarities of the analysed 
cases will be discussed.  
 
8.2. Background of the case studies 
The underlying research stream of this thesis is project management in the Middle East 
and the analysis of cultural and other factors on the PMI project management 
framework. The findings of this work are strongly related to the particular research 
context of the participating organisations in Saudi Arabia and in Kuwait. Thus, it is 
required to compare and describe the results of the cross-case comparison in light of the 
specific regional and cultural context before making assumptions about the applicability 
of findings for a general context.  
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8.2.1. Case study organisations 
The described case studies were conducted at Middle Eastern organisations with 
different industrial backgrounds. The first case study organisation is a government 
owned oil and gas cooperation in Kuwait. Their main activities are the drilling, 
exploration and exporting of oil and gas. The second case is a government owned 
Construction Company for educational buildings such as universities and schools. The 
second case is also a government organisation. The following Table 33 provides a brief 
comparison of the two cases in a tabular form. 
Table 33: Summary of the two case study organisations 
Organisation Number of employees Services provided Applied project 
management standard 
Oil and gas company, 
Kuwait 
Approx. 5.000 Drilling, exploration 
and export of oil and 
gas 
PMI, PMBoK, MSF 
Construction company, 
Saudi Arabia 
Approx. 3.000 Construction of 
educational facilities 
and operations of 
educational buildings 
PMI, PMBoK 
There are similarities, such as the number of employees, which is in both cases a couple 
of thousand employees. Additionally both organisations confirmed during the empirical 
data collection that they apply the PMI standard for the management of their projects.  
 
8.2.2. Research participants of the cases 
During the data collection period, in total 11 semi-structured interviews were completed 
with project managers and project team members. Furthermore, additional informal 
discussions could be performed and meetings with the top management were part of this 
research. The overall aim was to collect data from multiple perspectives regarding the 
respective units of analysis (projects). The Saudi company was strongly interested in the 
results of this research, whereas the Kuwaiti company seemed less interested in the 
output of this case study project. A detailed overview of the research participants can be 
found in chapter 6.2.3 and chapter 7.2.3. 
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8.3. Cross-case analysis  
This section provides the analysis for two research objectives that are related to project 
management in the Middle East.  
a. Influences from cultural factors on project management (O1) (Chapter 8.4) 
b. Influences from other factors on project management (O4)  (Chapter 8.5) 
The chapters 6 and 7 have provided the basis for the cross-case analysis. Due to this 
fact and in order to ensure brevity this chapter will not repeat the full underlying 
quotations and interview context for a theme or statement, but will use vignettes as 
evidence. The full interview transcripts can be reviewed in the appendices. This 
upcoming section will display the results of the cross-case results in tables supported by 
a narrative around the results. For a discussion of the empirical findings which is meant 
to lead to practical implications it appeared useful to use the arising main themes from 
the within-case analysis in chapter 6 and 7 and directly relate them to the project 
management topic. 
 
8.4. The significance of cultural and non-cultural factors 
Before the cross-case analysis starts, it is required to understand the significance of 
cultural factors and non-cultural factors. During the case study analysis the main 
themes, which are either related to cultural characteristics or other influencing factors, 
have been identified. Some of these main themes can be linked directly to some of the 
typical Hofstede (2001) cultural characteristics. These themes are described as part of 
the cross-case in section 8.5 where the influences of cultural factors on project 
management are discussed. In a next step the links from cultural factors to the themes 
are displayed for the themes #1, #2, #3, #3a and #4. Although there are more main 
themes, they could not be related directly to the typical cultural characteristics as 
mentioned by Hofstede (2001). These other factors are mentioned in section 8.6 and 
displayed in a second causal model with the themes #5, #6, #7, #8 and #9. Influences 
related to other factors may also occur in other research contexts and should be seen 
being independent from the cultural environment where the project is being carried out. 
Nevertheless, it may be that during the analysis some of the ‘Other factors’ can be 
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linked to one or more cultural characteristics. Two examples for the differentiation of 
‘cultural factors’ and ‘other factors’ are: 
Theme #9: Weak financial capabilities of the contractor  (Other factor) 
A sub-contractor with weak financial capabilities is a threat for the project, because a 
delayed payment to the contractor can lead to behaviour where the sub-contractor stops 
the project work to enforce payments for the delivered services. Furthermore, the sub-
contractor may not be able to supply the construction site with additional workforce if 
the project requires more workers to complete project work in a timely manner. Clearly, 
this economic factor influences the project, but can occur in every project independent 
from a certain cultural region.  
Theme #2: Quick results are important    (Cultural factor) 
In contrast to theme #9 the importance of quick results can be directly linked to the 
cultural characteristics of Hofstede (2001), where quick results are attributed to a low 
LTO score. During the on-site interviews there were many supporting statements for a 
tendency that quick results are very important, whereas in cultures with a high LTO, the 
project participants should focus more on the long term objectives. Due to this 
separation of cultural and other factors during the analysis, two separate models were 
developed which are merged into one theoretical model.  
Finally, it has to be highlighted that some of the ‘other factors’ can also be linked to 
cultural influences. These are factors which are categorized as ‘other factors’ first and 
are then assigned to influences from one or more cultural dimensions as explained by 
the Hofstede characteristics. The discussion of potential underlying cultural influences 
is carried out in section 8.5 where the theoretical model for the ‘other factors’ is 
explained. The following section 8.4 will start with the argument on cultural factors and 
their causal relation to some of the main themes. 
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8.5. Influences from cultural factors on project management 
There are aspects of the discussion that became predominant, as the analysed data 
seemed to centre on these prominent main themes. In many cases they were clearly 
mentioned as main causes for project related problems such as project delay or 
communication problems. Therefore the cross-case analysis will be structured according 
to the following culture related themes that have been considered results of the research 
in themselves, before other influencing factors for project management will be 
discussed.  
Theme #1:   ‘Milestones are perceived flexible’  (8.5.1) 
Theme #2:   ‘Quick results are important’  (8.5.2) 
Theme #3:  ‘Difficult relation to the superior’   (8.5.3) 
Theme #3a:  ‘Good relation to the superior’  (8.5.3.) 
Theme #4:   ‘Negative attitude towards changes’  (8.5.4) 
The following Table 34 provides an overview of the findings from interviews in light of 
the empirical data. This table also displays the nationalities of the interviewee and the 
supervisor, since one of the main themes #3/#3a change depending on the cultural 
background of the project manager and the supervisor. 
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Table 34: Summary of the emerging main themes from the empirical data collection 
Interview number  
/ Case /  
Unit of analysis 
Nationality of 
interviewee 
Nationality of 
supervisor 
Theme #1: Milestones 
are perceived flexible  
Theme #2. Quick 
results are important  
Theme #3/(#3a): Difficult 
(Good) relation with 
superior 
Theme #4. Negative 
attitude towards 
changes  
#1 / B / 4 
[ID SA-C2-P004-1] 
Jordanian Saudi Arabian "...if we have delay we 
make meetings and revise 
our plans." (+) 
"Yes it's important" (+) Silence (Looking away 
acting very nervous) (O) 
"...so we must change our 
design." (talking very 
aggressive) (+) 
#2 / B / 5  
[ID SA-C2-P005-1] 
Saudi Arabian Saudi Arabian Silence (O) "We bring the cause to 
the engineers if this 
happens at all" (O) 
"He has often time" (-) "Changes come from the 
folks from BOQ" (+) 
#3 / B / 6 
[ID SA-C2-P006-1] 
Egyptian Saudi Arabian "approvals take time and 
this is new in the project" 
(O)  
"Very important for us" 
(+)  
"I do things on my own 
and avoid to inform my 
manager" (+) 
"We have to make 
changes" (+) 
#4 / B / 5 
[ID SA-C2-P005-2] 
Saudi Arabian Saudi Arabian Silence (O) Silence (O) "Yes, he is always 
reachable by phone" (-) 
Silence (O) 
#5 / B / 4 
[ID SA-C2-P004-3] 
Egyptian Saudi Arabian "Milestones are not 
important" (+) 
"Quick results are very 
important" (+) 
Long silence, then "but it's 
a good relation" (acting 
very nervous) (+) 
"They cause lot's of 
problems and big delay" 
(+) 
#6 / B / 6 
[ID SA-C2-P006-2] 
Egyptian Saudi Arabian "We can reschedule if 
necessary" (+) 
"Yes, they are very 
important” (+) 
"I sometimes write him a 
note, but I know he will 
not answer this" (+) 
"Changes are one cause 
for delay" (+) 
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Table 34: Summary of the emerging main themes from the empirical data collection 
Interview number  
/ Case /  
Unit of analysis 
Nationality of interviewee Nationality of supervisor Theme #1: 
Milestones are 
perceived flexible  
Theme #2. Quick 
results are 
important  
Theme #3/(#3a): 
Difficult (Good) 
relation with superior 
Theme #4. Negative 
attitude towards 
changes  
#7 / B / 6 
[ID SA-C2-P006-2] 
Egyptian Saudi Arabian "Other things are 
more important in the 
project" (+) 
"Quick results are 
important" (+) 
"If I see him I avoid to 
talk to him" (+) 
"The money and the 
changes are our 
biggest problems" (+) 
#8 / A / 1  
[ID KW-C1-P001] 
Kuwaiti Kuwaiti "They are flexible" 
(+) 
"In the beginning I 
don't expect 
results" (-) 
"I have a good relation 
with my supervisor" (-) 
"I think we have to 
accept this" (O) 
#9 / A / 2 
[ID KW-C1-P002] 
Kuwaiti Kuwaiti "Most of the time 
they have to stay" (-) 
"Depends on the 
project" (O) 
"very helpful and good 
relation" (-) 
"We have to accept 
changes" (O) 
#10 / A / 3 
[ID KW-C1-P003] 
Pakistani Kuwaiti N/A  N/A “I prefer to work on my 
own during the project” 
(+) 
“Change requests 
should not be 
accepted” (+) 
 
(+)  Statement supporting the mentioned theme  
(-)  Statement is indicating a contrasting statement 
(O)  Statement is treated neutral towards the mentioned theme 
N/A No data is available
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The following section 8.5.1 will discuss the themes in the attempt to underpin or refute 
the assumptions that were the outcome of the data analysis. Furthermore, the identified 
cultural factors shall be linked with the relevant Hofstede dimensions to create 
foundation for the development of a consistent theoretical model based on cultural 
factors and related to the PMBoK elements in the Middle East. 
 
8.5.1. Findings for the perception of milestones  
The first identified theme #1 which originated from the cross-case analysis is of special 
interest for this thesis, as no publications were found during the critical literature review 
that specifically analysed the time perception and in the context of the Hofstede LTO 
characteristics. The display in Table 35 shows that five of the interviewed project 
managers from both cases responded with an answer supporting theme #1‘Milestones 
are perceived flexible’. They expressed an opinion that having no milestones is no 
problem and that rescheduling of activities can be done at any time.  
Table 35: Statements supporting theme #1 
Theme #1: ‘Milestones are perceived flexible’ 
supporting statements 
Interviewee / Source ID 
‘…if we have delay we make meetings and revise 
our plans.’ 
Interviewee #1 / SA-C2-P004-1 
‘Milestones are not important’ 
 
Interviewee #5 / SA-C2-P004-3 
‘We can reschedule if necessary’ 
 
Interviewee #6 / SA-C2-P006-2 
‘Other things are more important in the project 
[than milestones]’ 
Interviewee #7 / SA-C2-P006-2 
‘They [milestones] are flexible’ 
 
Interviewee #8 / SA-KW-P001 
Additional evidence for the flexibility of milestones could be found while visiting the 
project management office (PMO) at a construction site in Riyadh, Saudi Arabia. The 
researcher asked the employee responsible for the PMO to show some of the project 
schedule documentation or Gantt charts. The Saudi company was using a sophisticated 
tool (Primavera) for project management and scheduling activities that included options 
to perform a critical path analysis and other project controlling functions. Surprisingly, 
the project plan showed no milestones at all. All tasks were just displayed through bars 
and the employee highlighted that he often adjusts the plan to match the current 
situation at the construction site. The model of milestones can be applied from the 
software tool, but the PMO employee highlighted that they do not follow the model of 
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using milestones in project plans. Although the planned project duration spanned over a 
period of two and a half years, only the project start and the project end were 
represented by using a milestone, all activities seemed to be adjustable. Figure 34 shows 
a scan of the high level planning for the project.  
 
Figure 34: High level project plan for a visited construction site in Riyadh – case B  
Another situation provided evidence for the flexible attitude towards milestones. While 
talking with the employee at the project management office, he mentioned  
‘…the model of milestones does not make sense to him [project sponsor], as the 
project plan gets adjusted too often…’ (Field notes, Riyadh, 8th November 2009)  
Initially this argumentation was not clear to the researcher, but after continuing the 
discussion and asking a couple of more questions regarding the scheduling process, it 
became clear that the model of creating a project schedule was treated differently from a 
project being planned according to the project management theory. The scheduling 
mechanism at the visited project site in Riyadh was agreed to have the project 
documentation follow the project reality. No project baselines or milestones were used 
and only baseline version 1 of the schedule was adjusted to represent the current version 
of the project schedule. The employee at the project management office described his 
work as mainly ‘adjusting’ the work packages and schedules to reflect the project 
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reality.  The project office has to create a new updated version of the schedule for 
management approval every 4-6 weeks. All in all, the statements made by the 
interviewees and the additional sources confirmed that milestones were seen as very 
flexible as rescheduling them is no problem for any of the project participants. 
Milestones are perceived as mere orientation points during the project. A milestone can 
be seen as an agreed rule from the perspective of the project management theory, as it 
only works if a milestone is treated as an important part of the project. The Hofstede 
characteristic of ‘less need for rules’ (Hofstede, 2001) goes along with low LTO 
presence and is another linking point for the underlying low LTO score related to theme 
#1. Based on the discussions in chapter 6 and chapter 3, the LTO score was presumed 
to be low for Saudi Arabia, Kuwait and the Arab world. The interview data was used to 
confirm the assumption of a low LTO score and its typical characteristics regarding the 
questions designed around time perception. To start with the effect of the dimension 
LTO as the cause for main theme #1 that ‘milestones are perceived flexible’, we have 
seen many statements showing how flexible Arabic nationals work with milestones. The 
project documentation underpinned the fact that other related project management 
instruments are used to represent a project status instead of providing a tool to actively 
manage the project. Furthermore, we have seen a focus on short-term results due to 
short-term orientation, instead of thinking in long-term strategic project elements. An 
alternative explanation for this observed behaviour could be that the model of time 
perception used in the Middle East is different from how Western European or North 
American cultures deal with time. The description of long-term and short-term is culture 
bound and may be important for Western cultures, but it may not be of importance for 
Middle Eastern cultures. So rather than their own cultural characteristics being 
hindering to project management, it might be the adoption of foreign structures based 
on concepts that do not fit in with the people’s natural way of thinking or dealing with 
tasks. Maybe, if a project management methodology had been developed in Arabic 
countries, a ‘project’ would be defined and delivered completely differently. However, 
it does seem like there are practical constraints that demand the given way of dealing 
with projects, for instance the necessity to work with different contractors who rely on 
certain tasks having been finished before they may start their deliverables. A balanced 
project management execution needs to be in place, meaning that the long-term 
objectives and the short-term objectives need to be understood and managed by the 
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responsible project participants equally. As the management of cross-cultural teams 
relies on the acceptance of the fact that there are multiple solutions to come to the 
projects’ aims, for some individuals this fact is hard to accept and will put pressure on a 
project to complete project activities in a certain manner. The analysis of long versus 
short-term goals shows cultural differences on how deliverables may be treated. The 
project requires the long and short-term goals to be considered since the project 
management methods require both perspectives for successful projects. 
Such analysis of LTO in the project context is an area that so far has not been assessed 
in the existing literature as no paper could be found which specifically looked at the 
effect of this dimension. There is, however, research available which looks specifically 
into the Hofstede dimensions, but with no findings for LTO and project work e.g. 
Hofstede (1983), Loosemore et al., (1999), Bredillet et al., (2009).  
Other researchers’ showed that some cultures do not consider punctuality as an 
important value, and in some cultures it may even be impolite to arrive at the exact time 
or earlier for a dinner invitation or business meeting. As a consequence the relation of a 
culture towards punctuality and timely delivery of results could have profound influence 
on the perception of a milestone as a relevant orientation point for the project delivery 
that cannot easily be changed by rational arguments. The literature discusses the 
importance of punctuality as an important team norm as highlighted by Johnson (2002). 
As other points before, this touches the clash of needs of project management on the 
one hand and culture on the other hand.  
The publications by Hall et al. (1990) and Trompenaars (1994) discussed in chapter 3 
of this thesis highlight that other cultural models are available explaining cultural 
characteristics or to look for links with potential innovations in modern project 
management. An alternative interpretation to Hofstede’s LTO dimension is that some 
cultures might not think of projects in terms of linear activities with sequenced project 
phases.  Concerning time perception Edward T. Hall and Fons Trompenaars explain 
differences in culture with the ability to organize time polychronically instead of 
monochronically, which means that some cultures have the ability to attend and work 
on multiple events simultaneously with a circular time model in mind. Thinking in 
multiple events at the same time could help an individual to work on many tasks or 
monitor various activities at the same time instead of having a mind-set to think and 
work on activities in linear sequences. Monochronic thinking is a typical trait of 
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Western European and North American cultures. In contrast to Hofstede, this viewpoint 
considers other cultures’ way of thinking superior rather than inferior. This perception 
may be another argument leading to a different flexibility and a different view on 
project planning elements, like milestones. Individuals may see the upcoming events in 
parallel to other project requirements. By using this perspective a milestone may distract 
an individual in his or her own way of thinking in parallel elements, since the parallel 
elements do not necessarily have to have the same point in time with a significant event.  
As a summary, this alternative perspective may be considered for a rival explanation 
and alternative root cause of a different understanding for planned activities, but is not 
part of this research and the analysis of the PMI project management theory. Since the 
existing instruments like Gantt bar charts and critical path method use time in one linear 
scale the reflection of a polychronic time perception cannot be displayed properly by the 
available instruments. 
 
8.5.2. Findings for the importance of quick results 
According to Hofstede (2001), the lower need for rules goes along with other 
characteristics for a low LTO:  
‘Flexibility’, ‘quick results are important, ‘most important events in life 
occurred in the past or in present’ and ‘fuzzy problem solving’ (Hofstede, 2001, 
p.367) 
Theme #2 describes ‘quick results’ as another characteristic for a low LTO score. Many 
statements were made during the interviews supporting this theme. A focus on short-
term success might prevent individuals from assessing and analysing the impact of 
working packages on the long-term critical path. This increases the risk for project 
delay, as all deliverables on the critical path have to be monitored and controlled no 
matter if they have to be delivered towards the beginning of the project or more towards 
the end. A person with a low LTO typically prefers to focus on short-term deliverables. 
The low LTO may add risks for the project as the schedule might run into delays, 
because a project manager fights less for his interests and, as we expect most Middle 
Eastern countries to be short term oriented, the expected answers for the questions 
addressed around the importance of ‘quick results’ should provide supporting 
statements for the fact that ‘quick results’ are important. In fact, the answers do indicate 
 
218 
 
a clear preference for ‘quick results’.  A drawback is missing empirical data from a case 
delivered in a country scoring low on LTO. However, since theme #1 showed that 
milestones are considered flexible, it can be assumed that the term ‘quick results’ was 
referenced to the intended way. The responses from the interviews in Table 36 show 
five answers supporting the importance of ‘quick results’ for the project execution.  
Table 36: Supporting statements for theme #2 
Theme #2: ‘Quick results are important 
supporting statements 
Interviewee / Source ID 
‘Yes it is important [to have quick results]’   
 
Interviewee #1 / SA-C2-P004-1 
‘[quick results are] Very important for us’  
  
Interviewee #3 / SA-C2-P006-1 
‘Quick results are very important’ 
 
Interviewee #5 / SA-C2-P004-3 
‘Yes, they [quick results] are very important’ 
 
Interviewee #6 / SA-C2-P006-2 
‘Quick results are important’   
 
Interviewee #7 / SA-C2-P006-2 
One person did not respond to this question while two interviewees provided a neutral 
answer by answering with ‘it depends’ or redirecting their response to a different 
direction. One person mentioned that he does not expect results at the beginning of a 
project. Five interviewees supported the theme that ‘quick results’ in a project are 
important. Theme #1 and theme #2 both demonstrate the ‘focus on short term 
successes’, and possibly result in a ‘lack to handle long term project management 
goals’. The commitment level towards the long-term project management goals and 
milestones in the future may be low. As a final consequence this behaviour can lead to 
project management method failure. On the other hand, the need for rules in cultures 
with a high LTO could be regarded as a weakness that produces a greater need for 
project management tools, while cultures with low LTO do not have the need for rules. 
This could imply that they can work polychronically and handle projects without the 
given tools. Nevertheless, during one of the site visits in Saudi Arabia, a project status 
chart was presented which showed that all projects were delayed. This fact speaks 
against this assumption and rather suggests that project management tools are even 
more necessary, and only need to be adjusted. 
When asking the management what they assumed the reasons for the delay were, they 
highlighted two reasons for the project delay. One reason were contractors and the fact 
that they were having problems organizing the right material and the appropriate 
resources and the other reason was that management thought that their own personal did 
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not have the appropriate qualifications, especially when it came to project management 
skills, but they said that this was only an impression and they did not have facts or 
requests from their own staff or offered additional training. These assumptions were 
also made during the interviews and site visits in Kuwait and Saudi Arabia and confirm 
that the lack of proper training and the contractors are two of the other factors that have 
a negative impact on the project.  As a summary of the above discussion the influence 
of LTO dimension and themes #1 and #2 will be displayed as part of theoretical model 
in chapter 9.  
The interviews, the review of the main themes and notes from the research diary did not 
highlight any alternative linking points or useful other explanations. Nevertheless, it is 
questionable if the tendency to achieve quick results cannot be explained through other 
than cultural aspects, especially through psychological ones. It may be assumed that in 
every culture, the individual’s degree of patience may count towards the motivation to 
focus on short-term goals versus long-term goals. This may just be a personal 
characteristic that is not connected to specific theoretical elements. Also, the 
explanation could be situational when people are under more pressure at work. 
Although arguments and explanations cannot be excluded per se, the model of short-
term orientation and long-term orientation developed by Hofstede seems to be an 
appropriate instrument to explain the individuals’ tendency to prefer short-term or long-
term goals. The qualitative data is linked with the theory by providing statements that 
underline the validity of short-term orientation of Arabic nationals independently from 
individual or situational contexts. Nevertheless, there may be room to question some of 
the qualitative statements from this research, as the linkage is based on a limited number 
of interview statements. Although other qualitative data has been reviewed to support 
this finding, no other indication could be found in the existing literature.  
 
8.5.3. Findings for the relationship with the superior 
The third emerging theme #3/#3a looks at the relationship between the project manager 
and his or her supervisor. For a successful project delivery, it is important that the 
involved project team members give immediate notice of problems that occur in the 
course of their work and get the required support from their project manager and 
supervisors. If problems occur during the project delivery, the superiors need to be 
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available to provide decision support or to escalate a crucial aspect of the project for a 
decision to the next higher level within the organization. An example could be the 
purchase of required equipment for the project site. The order needs to be issued to keep 
the project on schedule. 
At first, we will look for evidence of a high PDI score. For a national culture scoring 
high in power distance a typical characteristic for the work context is that ‘employees 
need a clear hierarchy’ and ‘superiors are often inaccessible’ (Hofstede, 2001) to their 
subordinates. A high PDI score can be seen as the origin for ‘difficult relation to 
superior’, because a more distanced and formal relationship will typically hinder open 
communication. Other typical characteristics in countries with a high PDI score that 
would support a reduced communication are: 
‘Subordinates expect to be told’, ‘centralized decision structures; more 
concentration of authority’, ‘Authoritative leadership and close supervision lead 
to satisfaction, performance and productivity’ (Hofstede, 2001, p. 107) 
They suggest that subordinates are not expected to voice critical thoughts on the process 
and that they are not involved in decision making but are simply told what to do and 
then closely supervised during their work. As the Arab world scores high for PDI, 
statements were expected, demonstrating limited willingness to communicate problems, 
as well as limited access to the superior when notice should be given. Individuals should 
be sensing the supervisor being far away or even unreachable while in national cultures 
scoring low on PDI the superior is typically accessible and would be involved in daily 
matters of the project. Some of the answers of the interviewees actually were very 
drastic, as they mentioned that they avoided talking to their manager at all. They even 
hoped that they didn’t have to meet their manager while being in the office. One person 
explained that he writes and delivers notes with project requests to his manager, which 
he will never answer.   
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The following quotes in Table 37 support the theme #3a ‘Difficult relation to the 
superior’: 
Table 37: Supporting themes for theme #3a 
Theme #3a: ‘Difficult relation to superior’ 
supporting statements 
Interviewee / Source ID 
‘I do things on my own and avoid talking to my 
manager’ 
 
Interviewee#3 / SA-C2-P006-1 
 
‘… but it’s a good relation.’ [This statement was 
considered as a supporting statement for the 
difficult relation as interviewee #5 corrected this 
statement, in the informal discussion directly after 
the interview was finished. As the researcher left 
the interview room interviewee #5 requested to 
talk in privacy and explained his bad relation to his 
supervisor] 
Interviewee #5 / SA-C2-P004-3 
‘I sometimes write him a note, but I know he will 
not answer this’ 
 
Interviewee#6 / SA-C2-P006-2 
‘If I see him I avoid talking to him’ Interviewee#7 / SA-C2-P006-2 
 
‘I prefer to work on my own during the project’ 
 
Interviewee #10 / KW-C1-P003 
Some more examples could be found during the site visits and informal discussions. An 
Egyptian project coordinator said during the first site visit that the problems with the 
contractors seem to be out of his control.  
‘The problems are often caused by the contractors, as they do not control their 
staff on site and they lack project management skills’ (Field notes, managing 
director, Riyadh, 7th November 2009) 
The company offered help when the contractors needed advance payments to purchase 
materials or they used their good contacts to issue work visas faster, but they mentioned 
that it was not their goal to involve themselves too deeply into processes of other 
companies. They also said that due to their tall hierarchies they might not get all 
requests on the table as the employees or contractors might be scared to admit a lack of 
knowledge.  
‘Even if it’s clear that the contractor does not have the knowledge they do not 
admit that.’ (Field notes, Riyadh, 7th November 2009) 
The Egyptian site engineer that the interviewer talked to during the first site visit was 
not aware of the current status of the communication with the contractor who had not 
provided enough resources. Asking the site engineer if he could ask the management 
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staff what the status is, he replied that he would not dare to ask, as it was not 
appropriate for him to push his management.  
‘I will never dare to ask my manager about the project status.’ (Field notes, 
Riyadh, 8th November 2009) 
The head of the supervision department said:  
‘We often have the impression that the project manager does not talk to us to 
raise problems and concerns to the management’ (Field notes, Riyadh, 7th 
November 2009) 
And after the kick-off meeting the managing director drove to the hotel with me and in 
the car he complained: 
‘My doors are always open, but my employees never show up to highlight 
project problems’ (Field notes, Riyadh, 7th November 2009) 
All these statements support the assumptions that the individuals hold back information, 
want to avoid failure or conflict and do not talk to their managers about the problems 
they experience. They are important impressions that have been articulated by the 
management of the company and show that power distance really plays a major role in 
the Arab world.  Interestingly, the site manager as well as the head of supervision 
department mentioned that according to their opinion many project management 
methods fail to work as the tall organizational structures and many departments make it 
impossible to form a project organization that allows for easy communication or is 
capable to execute a project in an appropriate manner. These two statements are a 
reminder that cultural characteristics attributed with the high PDI are not just personal 
or psychological but are features of a group and thus have effects on how the group is 
organized.  It is not just the personal relationship between two people that is influenced 
by PDI but the way the whole organization is structured. This way, national culture has 
a basic and profound influence on organizational culture as it dominates the way the 
organization is set up in the first place. In the case of PDI, it produces tall organizational 
structures that make it difficult for subordinates to communicate with superiors in the 
first place. The above discussion clearly shows the difficulties which can be related to 
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the high PDI score, but the following section 8.5.4 shows examples where the 
collaboration worked well across the hierarchies. 
 
8.5.4. The relation of individualism and power distance  
Cultures with a low individualism index IDV are cultures where the ‘in-group’ consists 
of people helping each other and which would provide little support for people that are 
in the ‘out-group’. The tendency to live in groups of relatives is strong and the tendency 
to seek for further influential groups to belong to can be expected to be high (Hofstede, 
2001).  Collectivistic cultures seek for ‘in-groups’ even inside a given organization they 
can identify with, if that organization is too large to allow for personal relationships 
between all members, especially if those groups are powerful in-groups.  
As explained in chapter 3, the team cohesion can be strong and the cooperation within 
this group might work well, while at the same time it might be difficult for externals or 
expatriate workers to be accepted. Similarly, a situation could occur where groups with 
nationals from similar cultural background or regions are working together to create an 
in-group structure, while the rest of the project team will be treated as the ‘out-group’ 
where the ‘other’ nationalities work together. The ‘in-group’ versus ‘out group’ tensions 
have to be avoided, and it is the project managers responsibility to mitigate the risk of 
occurring ‘in-groups’. As could be seen, constellations in which the employee had a 
different nationality from his manager, who in most cases belonged to the culture of the 
host country, showed a huge communication gap between the employee and the 
superior. All of the above statements were made by employees who have a superior 
with a different nationality. One employee responded with ‘silence’. Surprisingly, all 
employees with the same nationality as their superiors responded positively to the 
questions around the professional relationship with their supervisors. 
The two employees who had a Saudi cultural background and a Saudi manager 
described their relation to the superior as a good relation. They replied: 
‘He has often time’     (Interviewee #2, Saudi with Saudi  
manager, SA-C2-P005-1) 
‘Yes, he is always reachable by phone’  (Interviewee #4, Saudi with Saudi 
manager, SA-C2-P005-2) 
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During the interviews with the Kuwaiti nationals, the same effect could be observed, as 
the two project managers from Kuwait had a Kuwaiti superior, so the Kuwaitis replied 
that they have a good working relationship with their superior. They responded: 
‘I have a good relation with my superior’  (Interviewee#8, KW-C1-P001) 
‘Very helpful and good relation’   (Interviewee#9, KW-C1-P002)  
In addition to that, as the author asked the managing director, who complained about his 
employees not showing up to highlight problems to him, about the nationalities of his 
employees he replied: 
‘The work is mainly done by Egyptians, Jordanians who are well qualified, good 
workers with low labour costs.’ (Field notes, Riyadh, 7th November 2009) 
Different nationalities clearly seem to negatively influence the communication between 
a Saudi manager and his non-Saudi employee. Due to this fact, the data display in Table 
shows columns where the nationalities of the interviewees and their superiors can be 
compared. Interestingly, the first version of Table did not reflect the nationalities of the 
interviewees and their managers. It was added in consideration of the influence of the 
different nationalities having such a strong effect. These findings put the hypothesis into 
question that it is solely the high PDI that causes problematic relationships. While it is 
indisputable that the complex and tall hierarchies would have such an influence, they do 
not have any effect when both parts belong to the same ethnic or national group. Again, 
organizational culture is strongly influenced by national cultural elements. The 
conclusion that there is a general bias and prejudice against certain ethnic or national 
groups suggested itself, especially when seeing that some nationalities are being 
discriminated against by their managers. 
It seems that in the Middle East a common management attitude is that the expatriate 
Arabic co-worker has to do what they have been told by their boss. This is a typical 
high PDI characteristic, but it could not be observed in a scenario with subordinates 
having the same nationality as their managers. Discussing or raising project challenges 
to their manager is considered as inappropriate behaviour only from immigrant 
subordinates. Another indication for discrimination was found during an informal 
discussion with one of the Egyptian employees, who has worked in Saudi Arabia with 
the same company for more than 10 years, but has not got any training. His co-workers 
who have the Saudi nationality get training on a regular basis.  He even mentioned that 
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his salary is 30% lower than the one of the Saudi nationals with the same qualification 
and work experience. During an informal session, two other persons (Egyptian and 
Jordanian) mentioned that the non-Saudis have no job security, while it is nearly 
impossible for a Saudi national to be laid off from his employment contract. A 
termination of the work contract can only happen if a Saudi national would be involved 
in criminal action inside the company. By discussing this question the non-Saudi 
nationals mentioned that they feel unwelcome. They are afraid of being laid off if their 
manager is of the opinion that their performance is not as expected. The employment 
contract in Saudi Arabia is directly linked with the visa and work permit, so losing the 
job leads to the immediate loss of those too. During this informal discussion they added 
that they have such a bad relation with their superiors that they do not want to work for 
the company any more. The employees in Saudi Arabia mentioned that their only 
reason for working in this country and company is that they need the money to support 
their families in their home country. The economies of Egypt or Lebanon are not 
providing enough work opportunities for them, so they had to become expatriate 
workers in Saudi Arabia. If they got the chance to find a job in their home country, both 
individuals would take this opportunity and quit their job immediately.  
A similar experience was made with a Pakistani project manager who felt that his 
management in Kuwait did not accept him. During some talks in his office, he often 
mentions project problems that he did not have the authority to solve. Pakistani project 
manager when asked why he never informed his boss, he said that it would be 
inappropriate to just walk by and raise the problem. He had to wait until his manager 
comes to him, but even then he would be very cautious, as the bad performance may be 
considered a personal failure in the eyes of his manager. The Kuwaiti company did not 
allow collecting additional data in formal interview, but it was enough to see how the 
company was planning IT projects and how the projects were being managed. 
The legal basis for such behaviour in Saudi Arabia and Kuwait is similar, too. Both 
analysed countries, Kuwait and Saudi Arabia, have established laws saying that 
management positions are only allowed to be staffed with local Arabic employees. The 
political motivation behind these laws is that many countries want to avoid expatriate 
managers getting too much influence by holding important management positions. 
These rules and laws can be seen as structural discrimination for expatriate workers 
being involved in project work in the Middle East. Although the work needs to be done 
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by expatriate workers, Arabic managers have a tendency to delegate especially the hard 
and inconvenient work to expatriate team members.  This finding is independent from 
the analysed projects, but can be observed in multiple industries in many Middle 
Eastern countries. 
‘Non-Gulf Arabs have also been frustrated that the nationals’ attitudes towards 
them were not more positive than toward non-Arab or non-Muslim expatriates. 
They “naturally expect to be better treated and somehow more naturally 
welcomed in the Gulf than [let us say] Indians or Koreans,” and when their 
expectations are not met, they sometimes “repeat tales of ‘arrogance,’ ‘greed,’ 
‘exploitation,’ and ‘discrimination’ encountered in the Gulf” (Salame, 1988, p. 
242) 
Other publications such as the one by Kanalan (2011) and Chatty (2013) deliver 
examples for social discrimination in many Middle Eastern countries.  
At this point the cultural characteristics of IDV come into play, as next to historical, 
economic and political factors, it can be part of the reasons for such discrimination. The 
powerful ‘in-group’ in Saudi Arabia is the conservative Wahhabi Muslims and 
naturally, they will have some interest in protecting their privileges. The bonds they 
form do not only exclude immigrants though, but they also have a positive side to them, 
as they are strong enough to help overcome boundaries created by high PDI. Obviously, 
the IDV overrides the PDI when in conflict. One could also consider the hierarchy and 
personal distance as tools for the privileged to protect their power and group identity.  
All these discussed statements and observations provide evidence for the assumption 
that at places, where power distance is high and collectivistic thinking is part of the 
culture, a strong negative influence on the communication between superiors and 
subordinates is taking place, but that it can be compensated by strong family, ethnic or 
national ties. Considering the question whether evidence for high PDI scores can be 
recognized or if it might be the IDV and non-cultural factors alone that influence the 
relationship between team members and between superiors and subordinates, it can be 
argued that the PDI must have some impact on the organizational culture as the tall 
hierarchical structure cannot be explained by those alone. This is the tendency to build 
informal sub-structures and for the leaders within those structures to delegate tasks 
within the team. Further research could look into the question of how close teams on the 
same hierarchical level really are, communication should be good and group coherence 
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strong, or if members of the in-group take over informal leadership and exploit their 
immigrant co-workers, which would show a dominance of PDI over IDV on the same 
hierarchical level or could even be used to question the separation of the two 
dimensions altogether. Nevertheless, it is not the goal of this thesis to analyse social 
structures within organizations, but to verify the effect of Hofstede’s dimension, so this 
question will not be further pursued at this point. For the purpose of drawing practical 
conclusions for project management the discussed findings and influences from IDV on 
PDI in the Middle East are sufficient. 
 
8.5.5. Results concerning IDV and PDI in light of the literature 
Looking back at the literature review chapters, there were many sources where power 
distance was identified as having influence on teamwork and project management. 
Based on similar findings from the literature and the nature of power distance the results 
from the many research publications on project work in the Middle East could be 
confirmed. Papers by Tan et al. (2003), Mark et al. (2000), Hofstede (1983), Loosemore 
et al. (1999) and Bredillet et al. (2009) have contributed to the existing body of 
knowledge by explaining the influence of power distance on teamwork. The results 
from the existing research advise project practitioners to consider this cultural aspect as 
an important element and offered various solutions for team and project work. The 
range of recommendations is leading from training for the project team, up to ignoring 
cultural differences and treating all project team members without even taking culture 
into account as an important dimension. 
One contribution of this research is that there are other dimensions influencing the 
project behaviour, such as the low degree of individualism IDV which could be 
identified as having a compensating effect leading to an improved relation between the 
superior and the employee. With themes #3/#3a, the above discussion showed that 
culture in itself is heavily influenced by historical, political, legal and the social context. 
The combination of high power distance and collectivism resulted in discrimination 
against certain out-groups of expatriate workers from the team. However, if we operate 
with the term ‘culture’, it must be accepted as the immediate reason for behaviour rather 
than the external circumstances underlying it that does not contradict the others. 
According to the author’s opinion, cultural dimensions can exist alongside other 
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explanatory factors, as the dimensions are those factors summarizing a different level of 
observation. 
Another question is if certain in-group behaviour and structural, as well as individual 
discrimination can be called cultural factors at all and if they can be related to power 
distance or if they are simply universal human instincts or behavioural patterns that 
occur under certain circumstances and must not be accepted as a given factor in a 
certain society. Maybe the awareness of the discrimination must simply be raised and it 
must be fought with legal and educational means as it is in the US and Europe. 
However, looking back on the definitions of culture in chapter 3, there is no reason why 
potentially universal patterns - instinct or genetic - should be excluded from what 
contributes to culture. It could still be changed as culture is not a sacrosanct state of 
being, but this thesis’ author is in no position to demand such changes. The specific 
observed discrimination is part of everyday life in those countries and influences a great 
variety of different aspects in it just as it is caused by a variety of other aspects. As such 
it must be accepted for the time being and must be dealt with in the professional work 
contexts.  
By using the dimensional model of Hofstede, many aspects are part of the observed 
behaviour and statements could be explained by the characteristics of the cultural 
dimensions. The questionnaire used for this research project had one section that asked 
about the relationship with the superior. This was the design to link the data with the 
development of a theoretical model. As a matter of fact during the interview process and 
the on-site visits the effect of PDI was not described as strongly as during the informal 
discussions with the employees, so for future research on PDI and IDV in the Middle 
East, more data should be collected in these informal settings as this type of data 
provides stronger validity of data as introduced by Miles and Huberman (1994). 
Looking at this research from another perspective, it has to be discussed if PDI can be 
seen as the only explanations for the findings regarding the perception of expatriate 
workers versus employees with a local background. An alternative explanation may be 
that even in cultures having a low PDI, like many Western European cultures, there is 
also a tendency to discriminate against a workforce which has emigrated from other 
countries and may have another national or ethnic background. The discussion around 
discrimination in the work environment has not been part of this thesis, but it may be 
the case that in the Middle East, there are more managers who have a negative attitude 
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in general towards expatriate workers. In such a scenario, the willingness to include 
these employees into discussions or accept them as team members will be very low, and 
it can be concluded that a high PDI does not contradict to the finding that someone 
would discriminate against another person. PDI reflects in general the degree of a 
person to see himself as superior over a person lower in hierarchy or with a non-local 
cultural background.  
 
8.5.6. Findings for the attitude towards change requests 
The dimension UAI was assessed through the question relating to the attitude towards 
change. As explained above, this dimension scores high for Arabic cultures, which leads 
to typical characteristics like that individuals need to work in a stable environment and 
otherwise are uncomfortable or disoriented, but that they have a good working 
discipline, appreciate monitoring processes and should provide good documentation. 
Requesting a change during the project interferes with the need for stability and can 
thus be considered the underlying reason for the behaviours that were described in 
chapter 3. It was therefore used to summarize them for the empirical research. The 
interviews should clarify if the overall attitude is positive and flexible or if changes are 
perceived as interfering with the project and disturbing its completion.  
It seemed a useful theme for accessing UAI because dealing with changes is a crucial 
element for a successful project management. Normally, a change is requested because 
a new market demand was identified which has to be implemented as part of the project 
scope.  
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Six statements have been made by the interviewees who are supporting the assumption 
that there is a ‘negative attitude towards changes’. (See Table 38) 
Table 38: Supporting statements for theme #4 
Theme #4: ‘Negative attitude towards changes’ 
supporting statements 
Interviewee / Source ID 
‘…so we must change our design [talking very 
aggressive]’ 
Interviewee #1 / SA-C2-P004-1 
‘Changes come from the folks of BOQ*’ [This 
interviewee explained that it’s the fault of the Bill 
of Quantity department that demands changes. The 
interviewee says changes should not be accepted 
once the project started] 
Interviewee #2 / SA-C2-P005-1 
‘We have to make changes’   
 
Interviewee #3 / SA-C2-P006-1 
‘They [changes] cause lots of problems and big 
delay’ 
Interviewee #5 / SA-C2-P004-3 
‘Changes are one cause for delay’ 
 
Interviewee #6 / SA-C2-P006-2 
‘The money and the changes are our biggest 
problem’ 
Interviewee #7 / SA-C2-P006-2 
‘Change requests should not be accepted’ 
 
Interviewee #10 / KW-C1-P003 
One interviewee did not respond and two others saw changes as a normal part of the 
project. The researcher had some additional discussions on this topic and was present at 
meetings where change requests had been discussed. Although the process of requesting 
a change is part of the standard project management theory, it was experienced that 
most of the time individuals looked for ideas how changes can be avoided in the future. 
The manager said that he sees a change of scope as one major point for project delay. 
He complained that requests for change happen very frequently and that they disturb the 
construction process at the construction site very often:  
‘There shouldn’t be changes during the project.’ (Field notes, 9th November 
2009) 
The managing director after the kick-off meeting in the car stated:  
‘Changes should not occur during a project as they just cause trouble and 
delay’ (Field notes, Riyadh, 7th November 2009) 
It was interesting to compare these answers with those of the Germans to the question 
on their attitude towards changes. Both cultures, the German and the Arab culture, have 
a high score for UAI. Nevertheless, Germany (UAI=65) scores a bit lower on UAI than 
Saudi (UAI=80) or Kuwaiti (UAI=80) nationals. The statements the Germans made 
during the pre-test interviews asking for their attitude towards changes seem to be a bit 
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more relaxed than the responses collected from the Arabic nationals. These answers 
give an indication that the theory caused by UAI is valid and that the degree of 
uncertainty creates a more relaxed attitude towards changes during a project. 
 ‘Changes will always be there’   (German interviewee #1) 
 ‘Changes are part of the project’   (German interviewee #2) 
A negative attitude towards change could be verified in Saudi Arabia. A method failure 
was considered since the tendency to avoid implementing a change was experienced 
very often with strong denial of a proper handling of change requests. This finding show 
that the project management framework is cultural related. The handling of change 
requests may work well in a country where the degree of uncertainty is low, but will 
lead to huge challenges if the project is rolled out in a country with a high UAI. As a 
result the individual needs to either adapt to the handling of changes by changing the 
attitude, or the methods may encounter the risk of failure.  It becomes evident that the 
elements of the project management theory need to be validated if they can be applied 
in diverse project structures. 
Another limitation on the findings to UAI might be the consideration of the 
consequences of the low LTO that have to be dealt with and that are frustrating to 
managers trying to handle the project management. The negative attitude towards 
changes on the site could be a reaction to the lack of concern for long-term goals of the 
workers and for the laid-back attitude towards rules and milestones. The inflexible 
position could be an attempt to discipline them and to teach them rules.  
The two attitudes milestones considered as being flexible on the one hand and negative 
reaction towards change requests indeed show that Hofstede’s dimensions LTO and 
UAI show parallel cultural elements that seem contradictory but nevertheless do 
actually exist next to each other. This fact also demonstrates that in the end it is not 
important to show which dimension can be verified or found evidence for, but the other 
way round: The dimensions are a theoretical vehicle to open up perspectives and 
facilitate findings on human attitudes and behaviours that do not logically seem to 
match at first sight but are actually evident. Another example to show this side of 
thought is a case in which the observed data could be attributed to one or the other 
dimension, in this case high PDI and high UAI:  
The responsible site engineer at the first site visit explained that all projects are delayed 
more than 6 months and that he expects the delay to increase up to 12 months or even 
 
232 
 
more. The reasons for the delay according to the site engineer were labour and visa 
problems.  
‘The employees have a disability to think and work in projects making good use 
of the workers provided by the contractors.’ (Field notes, Riyadh, 8th November 
2009) 
Both dimensions can lead to the need to be told what to do rather than be creative and 
think for yourself. The next discussed theme #4 is the ‘attitude towards change’ being 
negative.  Based on this research, the root cause was identified as being the dimension 
uncertainty avoidance (high UAI). The degree to which an individual is afraid of change 
depends on the typical characteristics Hofstede describes for the dimension uncertainty 
avoidance.  
An alternative explanation could be that an individual sees the agreed project scope as 
binding and unchangeable. This would mean that an original scope that has been created 
and documented in the requirement specification document might be seen by the 
individual as a static element during the project. The question here is if the attitude 
towards a static scope is typical for a certain culture or is based on a different view on 
how to work in projects. This type of commitment towards an agreed scope can be seen 
as an explanation that is directly related to the typical characteristics for the UAI 
dimension. This is also reflected by the characteristics of a high degree of uncertainty 
avoidance as described:  
‘Need for precision and formalization’ and ‘fewer changes of employer’ is 
another attribute in the work environment which is typical for strong UAI 
(Hofstede et al., 2010, p.217) 
An alternative explanation can be behaviour related to the power distance dimension. 
Individuals who think in tall organizational pyramids and who see the word of their 
superior as law may be expected to be told and will have difficulties accepting a change 
to the set requirements and targets. It was not assessed during this research if the 
dimension PDI causes influence on the personal acceptance of change or changes 
during a project. For the general attitude towards change, it may be questionable if there 
is influence besides the dimension UAI. More in depth research is needed to clarify this 
question, and seek for other explanations for a negative attitude towards changes 
besides the UAI dimension. 
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Looking back at the literature review section Muriithi and Crawford (2003) presented 
findings that some fundamental approaches of project management fail to work in other 
environments. Although theses authors assessed projects in Africa, the direction of 
findings from this thesis is similar to what the authors identified as a ‘simple failure’ of 
Western project management methods.  
During the data collection and especially during the interview sessions, many responses 
showed that some of the interviewees were very critical about the model of change. 
Some individuals responded in a very aggressive manner that the interviewer was under 
the impression that the topic of bringing changes to the project was emotionally 
charged. It may be that the binding force of negotiated results is very strong in many 
Arabic cultures. Handling changes may seem as an insult or it may seem impolite to 
change the scope after the project has started. The literature did not provide additional 
evidence for this experience, but the author of this thesis encountered many situations 
where Arabic individuals reacted aggressively to the discussion around changes after an 
agreement had already been settled for the project scope.  
The following Table 39 provides an overview of all identified themes and the units of 
analysis where the observations could be confirmed.  
Green  =  Confirming the identified main theme  
White = No-effect or not applicable 
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8.5.7. Comparative matrix of cultural factors influencing project management 
Table 39: Comparative Matrix for cultural factors  
 Case A Case B 
Identified cultural 
influence / main theme 
Project 1 Project 2 Project 3 Project 4 Project 5 Project 6 
Theme #1: Milestones 
are perceived flexible 
(low LTO characteristic) 
Milestones are flexible 
and can be rescheduled 
Not confirmed Milestones can be 
changed easily 
The theme was 
confirmed during the 
interviews and 
informal discussions 
No response Not applicable 
Theme #2: Quick results 
are important (low LTO 
characteristic) 
Not confirmed Not confirmed Finding could be 
confirmed  
This themes was 
strongly confirmed 
during the interviews 
No responses The importance of 
quick results is very 
important 
Theme #3: Difficult 
relation to superior (high 
PDI characteristic) 
Working with the non-
Kuwaitis was 
described being 
difficult  
The difficult relation 
of non-Kuwaitis and 
Kuwaitis was 
confirmed 
The project manager 
avoided talking to his 
manager 
(Pakistani/Kuwaiti) 
Difficult relation 
confirmed (Egyptian/ 
Saudi and Jordanian/ 
Saudi relation) 
Not applicable (see 
#3a) 
Theme could be 
confirmed  
Theme #3a: Good 
relation to superior (high 
PDI characteristic, with 
low IDV influence) 
There is a good 
relation between the 
project manager and 
his supervisor 
(Kuwaiti/Kuwaiti) 
The project manager 
has a good relation to 
his supervisor.  
Not applicable (see 
#3) 
Not applicable (see 
#3) 
Good relation 
between the project 
worker and his 
manager (Saudi / 
Saudi) 
Not applicable (see 
#3) 
Theme #4: Negative 
attitude towards changes 
(high UAI characteristic) 
Not applicable Not applicable Changes should not 
be part of the project 
work. 
Finding was 
confirmed 
This themes was 
confirmed in one 
interview 
Negative attitude was 
confirmed 
Other cultural influences 
on project work 
Non-Kuwaitis are not 
seen as equal co-
workers in the project 
Not applicable The decision making 
process is slow 
(Theme #7) 
Not applicable Not applicable Discrimination of 
non-Saudi co-workers 
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8.5.8. Cross-case model for the causal influence of Hofstede cultural factors  
Figure 35 reflects the cultural influences from the cross-case comparison. The model 
reflects the main themes and brings them into a causal chain for the management of 
projects in the Middle East. 
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Figure 35: Theoretical model for the influence of cultural factors on project management 
The first two dimensions, low IDV and high PDI, have an influence on the relationship 
between the employee and the supervisor. Depending on the cultural constellation the 
model displays through arrow (1) a good relationship (Condition: Employee and 
supervisor have the same cultural background / Theme #3a) or a difficult relationship by 
arrow (3) (Pre-condition: Employee and supervisor have a different cultural background 
/ Theme 3). Following the causal chain (1) further, the result is that the project 
communication is reduced or the employee avoids talking with the manager (7). By 
following the arrows from (2), the effect is that the project communication works well. 
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Arrow (6) leads to a negative influence on the project, whereas (7) results in a positive 
influence on the project.  
The Hofstede dimension UAI scores high for the Middle East and is leading to (3) 
theme #4 where the individual has a negative attitude towards change requests and the 
handling of change requests. The result of this negative attitude towards changes is that 
changes are not handled properly and that there is an intense and negative discussion 
occurring during the project. Statements confirming this negative attitude were observed 
during both cases and finally lead to a negative influence on the project.  
Lastly, the low LTO dimension is linked with the two themes #1 by arrow (4) and 
theme #2 (5), showing that milestones are considered as being flexible. Both identified 
main themes show a clear preference for short-term project goals and underpin the 
finding (9) that the long-term goals connected to major milestones during the project are 
not perceived as important elements. This results in a tendency to focus on the short-
term activities without considering the long-term goals and milestones from the 
beginning. In addition to that, the fact that milestones are seen as flexible means the 
instrument does not work as it was designed. Milestones are important elements during 
the project schedule according to the PMBoK and have to be treated as such. Another 
LTO characteristic becomes important for these planned activities, as mentioned before, 
the project manager needs to be ‘persistent’ and ‘perseverant’ to fight for his or her 
interest throughout the full duration of the project. This characteristic is associated with 
a high LTO score. An even more important factor when looking at low long-term 
orientation in the execution process group, as well as the antecedent groups, is the 
attitude towards milestones. 
‘A milestone is a significant point or event in the project.’ (PMBOK, 2008, p. 
136)  
According to the project management theory, milestones are important events during 
the project. Project schedules and Gantt bar charts typically contain a number of 
milestones to have options to measure the projects’ performance at each stage of the 
project against major milestones.  Especially large projects need milestones to motivate 
the team at a phase where the project might be far away from its completion. The short-
term oriented team members would typically perceive a milestone as strategic, flexible 
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elements for the project execution while well performing project teams and good project 
managers have to focus on the ‘big picture’ including the long-term objectives to 
manage the project with success. An orientation towards day to day and (short-term) 
near future working packages could create additional risks, as some of the long-term 
goals require more preparation and planning with sufficient lead-time. The impact of 
LTO on the process group execution and monitoring and controlling is anticipated to be 
high.  
The MAS dimension could not be related to any characteristics from the cross-case 
analysis. Low MAS can be helpful in some respects but neither a low nor high MAS 
should have a strong influence in any way. Other publications have confirmed the 
limited influence of the MAS dimensions (Loosemore et al., 2002; Hofstede, 1983; 
Bredillet et al., 2009) as none of the papers found evidence for a MAS influence on 
project work or teamwork.  
‘The project management discipline is expected to be deployed independently of 
the masculine and feminine dimension of the countries’ (Bredillet et al., 2009, 
p.185) 
Due to these findings and no other results regarding the MAS index, this dimension will 
be considered as having no influence on project management. This section describes a 
logical model for the cultural factors in the context of project management in the 
Middle East. To develop a model that considers the cultural and other factors while 
working in the Middle East, the other factors have to be discussed. 
 
8.6. Influences of other factors on project management 
Next to cultural factors there were other factors that are impacting the project delivery 
in the Middle East. These other factors were identified and described throughout the 
chapters 6 and 7 and have to be summarized during the cross-case comparison. The 
cultural factors combined with other influencing factors will describe the main 
challenges for a project manager working in this region. 
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8.6.1. Project management skills and HR management  
The findings from the cross-case analysis describe a substantial agreement of the results 
across the six units of analysis in the Middle East. Generally, the project managers 
explained that there is a lack of project management skills (Theme #5) causing 
problems during the project delivery. Although in both cases, it was confirmed that the 
PMI framework should be followed, there was only one project manager who was a 
certified PMP. Most of the others seemed to know that the processes to manage 
according to the PMBoK should be applied, but it was mentioned that they had to learn 
the theory by oneself. During the interviews with the project team members, this finding 
was emphasised, as there was no person with a formal qualification or adequate 
knowledge to manage and handle project work. The following statements in Table 40 
confirm this position: 
Table 40: Supporting statements for theme #5 and 6 
Theme #5: ‘Insufficient project management skills’   
Theme #6: ‘Weak HRM skills and lacking 
management support’  
Interviewee / Source ID 
‘So we don’t have the experience to manage the 
projects.’ (Supporting theme #5) 
Interviewee #1 / SA-C2-P004-1 
‘In the team people have computer skills’ (Supporting 
themes #5 and #6) 
Interviewee #2 / SA-C2-P005-1 
‘All engineers, civil engineer, architect engineers and 
our CEO Master in architecture. No project 
certification.‘ (Supporting themes #5 and #6)  
Interviewee #3 / SA-C2-P006-1 
‘Two persons [of the project team are] IT [qualified].’ 
(Supporting themes #5 and #6) 
Interviewee #4 / SA-C2-P005-2 
‘They are mostly geologist, petroleum engineers, 
geophysics.’ (Supporting themes #5 and #6) 
Interviewee #8 / KW-C1-P001 
‘All of them have an IT background, some of them are 
planning to get PMP, and some have Masters.’ 
(Supporting theme #5)  
Interviewee #9 / KW-C1-P002 
‘The MSF approach was used during the project, but the 
PM was not trained according to MSF’ (Supporting 
theme #5) 
Interviewee #10 / KW-C1-P003 
A similar problem is the lack of abilities to manage the resources for the project. This 
fact was described during some of the discussions. During the project in Kuwait, it 
became clear that there are two similar projects that are utilizing the same resources for 
their projects. This is clearly an HR management problem that cannot be solved by the 
project manager, as his supervisor has to make sure that the resources are available as 
planned for the project tasks. Furthermore, during the interviews of case A it was 
mentioned that there is too much communication required to make the project teaks 
clear to the team. This is also an HRM problem, as the objectives are not explained to 
the team properly. In project 3 in case A, the project manager highlighted that there is a 
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non-transparent communication of project goals and that the communication of the 
project objectives is very weak. Furthermore the HR policies impose problems for the 
project. The Kuwaitis have secured permanent contracts and are often not very 
motivated to work on the project, whereas the foreign workers in Kuwait have limited 
contracts and are at risk of losing the contract extensions if the project is not performing 
according to schedule. The construction case B in Saudi Arabia shows similarities here. 
The huge amount of projects and too few resources indicates that the project managers 
are left alone in a project setup where too few resources may contribute to reach the 
project goals. The projects in Saudi Arabia also underpinned this finding through the 
following statements: 
‘The contractors have no management, he can start somewhere. They have no 
managers.’ (Interviewee #2, SA-C2-P005-1) 
‘Resources, cash problems with the contractors, no proper management at the 
contractor, no coordinator at the contractor’ (Interviewee #3, SA-C2-P006-1) 
Next to the cultural factors there are clearly influences on the project management 
related to the following themes: 
 Theme #5: Lacking project management skills  
Theme #6: Weak human resource management (HRM) and insufficient 
management support 
 
8.6.2. The decision making process and reporting requirements 
The analysed organizations in the Middle East show tall organizational structures. In 
addition to that, the decision making process was described during the data collection as 
being very slow. Furthermore, there were many rules regarding the project 
documentation and reporting to the management. The following is an example for the 
documentation requirements of a construction site. The document in Figure 36 shows a 
characteristic that indicates a relation to the high degree of UAI. At the visited company 
in Saudi Arabia the daily status report form was seen as a very important instrument for 
the management to monitor and control the project progress. During one informal 
discussion, it was mentioned that every construction site is required to report the daily 
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status and progress to the central administration. The project manager has to inform the 
management about the completed daily activities and has to forecast the planned next 
day activities by using the below reporting sheet. With the updated information and two 
signatures of the site manager and site engineer, the final version is sent as a facsimile 
back to the company’s head office.  
 
 
Figure 36: Daily status report form used by the construction company in Saudi Arabia 
This daily status report may not be a suitable tool to control and manage around 200 
parallel projects. The administrative work compared to the benefit of these daily 
progress reports seems very limited. The reporting should focus on the long-term and 
strategic deliverables of a project, instead of controlling the operational project work. 
The tools and form used during a project should help the project managers and the 
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stakeholders to keep track of completed work packages and schedules. The idea of 
having a daily report does not contribute to the project management practice, but is an 
administrative task the management of the construction company decided as a 
mandatory deliverable. It is a typical behaviour of a high UAI country that individuals 
tend to document processes and become over administrative as described by Hofstede 
(2001) to reduce the degree of uncertainty in a project. The status report form can be 
seen as a focus on reports that should avoid changes and lead to complex administrative 
processes. In a meeting with the supervision department, the head of supervision was 
asked by the researcher how the company handles the controlling of the high number of 
daily status reports. He replied that the reporting forms will be put in binders, but in 
most cases the content will not be reviewed. The management will only review the 
construction sites where the company experiences strong delays. It is questionable if the 
instrument of daily paper based status reports contributes to the project controlling 
processes as it is being implemented. The manager confirmed that the general 
management of the company still requests this paper based reporting instead of 
electronic reporting.  
‘The paper based reporting is a must for every construction site, if the project 
manager is not delivering the report, he has to deliver good arguments for the 
management or accept the consequences’ (Field notes, Riyadh, 10th November 
2009) 
This means with the scope of 200 construction projects, every day 200 forms are faxed 
and filed into binders and company controllers have to check and follow up if every site 
has delivered the daily status report or not. To question and understand the form of the 
reporting mechanism is no part of the current research questions, but it is an interesting 
finding, which shows how some controlling elements were implemented in case B.  
This indicates that time consuming and ineffective mechanisms are kept up for 
psychological reasons: Supervision is hoped to help overcome deficits that derive from 
high UAI.  
In addition to the reporting requirements there, were many examples for the slow 
decision making process.  
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The following statements in Table 41 underpin the reporting requirements and problems 
to get management support if decisions are required: 
Table 41: Supporting statements for theme #7 and #8 
Theme #7: ‘Slow decision making processes’ 
Theme #8: ‘Complex Reporting requirements 
of the projects.’ 
Interviewee / Source ID 
‘The problem is you cannot find the manager. [...]’ 
(Supporting theme #7) 
 
Interviewee #3 / SA-C2-P006-1 
‘Distance to the sites and paperwork and rules for 
approval’ (Supporting themes #7 and #8) 
 
Interviewee #5 / SA-C2-P004-3 
‘I sometimes write him a note, but he will not 
answer this… The mail boy brings in the note and 
I never get responses from him.‘ (Supporting 
theme #7)  
 
Interviewee #6, SA-C2-P006-2 
‘If I see him I avoid talking to him, it’s difficult 
and I don’t see him often’ (Supporting theme #7) 
 
Interviewee #7 / SA-C2-P006-2 
‘Slow decision making and the complex reporting 
requirements result into too much work during the 
project’ (Supporting themes #7 and #8) 
Interviewee #10 / KW-C1-P003 
The discussion in this section revealed two ‘other factors’ which are influencing the 
project work in the Middle East. Both of these factors are management topics which 
may be improved if the management of the organisation facilitates fast decisions and 
reduce the reporting requirements to allow the project team more time to work on the 
project deliverables. As one conclusion from the above arguments the themes #7 and #8 
will be used for the development of theoretical models where the influences of other 
factors on project management are displayed. 
 Theme #7: Slow decision making processes 
 Theme #8: Complex reporting requirements of the projects 
 
8.6.3. External contractors and geographic disparity of the sites 
Although factors concerning management capabilities, decision making and HR aspects 
of project management seem to be the main causes for project related delays and 
influences on project management, there are more of the ‘other factors’ which are 
summarized in this section as environmental influences. During some of the interviews 
and while making the site visits, it became clear, that specific environmental conditions 
seem to add challenges on a project. Furthermore, it also seems that financial influences 
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for e.g. the prices of raw material and the economic and financial position of some of 
the sub-contractors, may lead to problems during the project execution. Examples for 
‘other factors’ that were mentioned in a couple of interviews are supported by the 
following statements in Table 42: 
Table 42: Supporting statements for theme #9 and theme #10 
Theme #9: ‘Financial reasons due to price 
increase of raw material or a weak financial 
position of the contractor’ 
Theme #10: ‘Physical distance to the 
construction site 
Interviewee / Source ID 
‘Also the prices in the last two years come up 
really quickly. Almost the costs our projects was 
40 Mio. Now the new projects come 100 Mio. The 
price has gone really up.’ (Supporting theme #9) 
 
Interviewee #1 / SA-C2-P004-1 
‘If he [the contractor] has some cash flow problem 
then this [delay] happens, from our side we bring 
the consultants and engineer, we bring all the 
mechanical all, if he is ready we can start. If he has 
no money no manpower we get delayed.’ 
(Supporting theme #9) 
 
Interviewee #2 / SA-C2-P005-1 
‘Resources, Cash problems with the contractors, 
no proper management at the contractor, no 
coordinator at the contractor, sometime tender 
specification, sometime the organization has to 
save time.’ (Supporting theme #9) 
 
Interviewee #3 / SA-C2-P006-1 
‘…the sites are more than 1000km away from the 
site. Time for the documentation to send it from A 
to B’ (Supporting theme #10) 
 
Interviewee #5 / SA-C2-P004-3 
‘In this project the prices were very high, like a 
complete college in Jeddah in Magda.’ (Supporting 
theme #10) 
 
Interviewee #6 / SA-C2-P006-2 
‘Sometimes we have 1700km distance to go there. 
These projects have big problems. ‘(Supporting 
theme #10) 
 
Interviewee #7 / SA-C2-P006-2 
Regarding the reasons for the delay during the projects, the environmental factors play a 
key for construction projects in Saudi Arabia. This fact clearly is a difference between 
IT-projects being carried out in Kuwait, where all locations of the company can be 
found within a range of 30km. The construction projects of the Saudi company are 
spread all over the country, and as mentioned during some of the interviews they can be 
found up to 1700 km away from the capital Riyadh, where the headquarter of the 
company is located.  
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Based on the discussion during this chapter the following influences were identified: 
Theme #9: ‘Financial reasons due to price increase of raw material or a weak 
financial position of the contractor.’ 
Theme #10: ‘Physical distance to the construction site.’ 
The following Table 43 provides a matrix linking the main themes with the ‘Other 
factors’. 
Colour scheme: 
Green   =  Confirmation for the identified main theme  
Yellow  =  Opposing findings regarding the main theme 
White   =  No-effect or not applicable  
 
245 
 
8.6.4. Comparative matrix of other factors influencing project management 
Table 43: Comparative Matrix for the other influencing factors  
 Case A – Kuwait Oil and Gas company (IT-Projects) Case B – Saudi Arabian training provider (construction projects) 
Identified cultural 
influence / main theme 
Project 1 Project 2 Project 3 Project 4 Project 5 Project 6 
Theme #5: Insufficient 
project management 
skills 
No formal PM 
qualification 
No PM qualification  The PM was using a 
PM approach but was 
not trained 
accordingly 
No project 
management training 
was done except self-
study. 
No formal project 
management training 
PMP qualified project 
manager 
Theme #6: Weak HRM 
capabilities/management 
support 
Finding was confirmed 
due to improper 
management training  
Finding was 
confirmed during the 
interview and 
informal discussions 
Due to the lacking 
management backing, 
no HRM experience. 
Only IT specialists 
Instead of supporting 
the project manager 
penalties are imposed 
if project is delayed 
No experience or 
training regarding 
team management 
Not confirmed 
Theme #7: Slow 
decision making process 
Not confirmed Not confirmed Slow decision making 
was confirmed and 
low interaction with 
project sponsor 
No decisions are 
being made, no 
responses from 
manger on requests 
Not confirmed It was mentioned that 
claims are made, 
instead of decisions 
by management 
Theme: #8: Complex 
reporting requirements 
Not confirmed Not confirmed The project manager 
had to send a weekly 
report to the top 
management 
Daily reports 
required, a lot of 
paperwork 
Not confirmed Daily reports 
required, a lot of 
paperwork 
Theme #9: Financial 
reasons due to increased 
costs or weak financial 
position of the contractor 
No findings No findings Finding was 
confirmed during the 
informal discussions 
by project manager 
Some contractors 
have a weak cash 
position and price 
increase confirmed 
Finding confirmed. 
Weak cash position 
by the contractor 
Slow payment process 
underline this theme 
Theme #10: 
Environmental factors 
such as physical distance 
  
Not applicable in local 
IT-project, no 
contractor involved 
No findings No findings  Physical distance is a 
problem for the 
project (>1000km) 
Not confirmed New design was done 
for the project site 
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8.6.5. Cross-case model for the causal influence of other factors on project 
management 
After describing the cultural factors and the other factors, it may be that some of the 
cultural characteristics are related with the ‘other factors’ or with some of the Hofstede 
cultural dimensions. In this second theoretical model the ‘other factors’ from Table 43 
will be reviewed for cultural linking points. The following Figure 37 shows the relation 
of the other factors for the project management. Theme #10 was not incorporated into 
this model, since there was only one confirmation in project 4 - case B. 
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Figure 37: Theoretical model for the influence of the other factors on project management 
The themes #5 and #6 describe a lack of qualifications by the arrows (2) and (3) which 
are related to a lack of training. During some of the interviews in Saudi Arabia, it was 
 
247 
 
mentioned that training is hard to get approval for, and that some of the workers on-site 
fund training from their own income. The consequences are that the project managers 
are not trained as required for the management of projects accordingly (6). Additionally, 
the skill to manage human resources on a construction site demands an experienced and 
well trained manager. The weak HRM skills as the expected consequences are displayed 
by arrow (7). This fact underlines that the project managers being not capable to 
manage their team accordingly impose negative influences on the overall project. 
Connection (1) of Figure 37 shows that the economic and financial influences related to 
the contractors may result into project related problems with the human resources and 
other resource (e.g. raw material) which are required on the construction site (See 
connection 9 in Figure 37). Furthermore, the policy in the Middle East to award the 
contract to the lowest bid leads to situations where the contractor does not have enough 
financial reserves to mobilize additional workforce on the project site. Additionally, the 
contractor may try to work on the project with fewer resources than planned, aiming to 
run a profitable project based on a very low margin bid.  
The next two themes can be explained by looking at the Hofstede characteristics for two 
of the Hofstede cultural dimensions. Theme #7 describes the slow decision making 
process. This behaviour can be assigned with two of the Hofstede dimensions. There is 
one influence regarding the high degree of power distance that typically leads to tall 
company hierarchies and, secondly, the high degree of uncertainty avoidance results in 
situations where the high UAI requires additional documentation to remove the 
uncertainty from the project.  
Theme #8 describes the complex reporting requirements of the company in Saudi 
Arabia. Although this finding was confirmed only once (project 3 – case A) through 
empirical data (see Table 43) during the Kuwaiti case A, multiple occurrences of 
evidence were found for the Saudi case B. Again, this can be related to the 
characteristics of two Hofstede dimension. In high UAI environments, there is a 
tendency to avoid uncertainty by spending a lot of time in creating documentation and 
the tall company hierarchies as observed in both cases delay the approval process due to 
many stakeholders which are involved in the process (See arrows 4 and 5 in Figure 37). 
Finally, these results into slow decision making process and too much administration 
processes as shown by arrow (8). In cultural regions with a low UAI, there should be a 
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tendency to work more hands on, instead of spending time on regulations and 
paperwork. Although the main themes #7 and #8 were categorized as ‘other influences’ 
first during the discussion it became clear that they can be related to the low IDV and 
high PDI boxes as shown in the above Figure 37.  
 
8.7. Linking the theory with the results from the cross-case analysis 
This section is designed to compare and discuss the findings from the cross-case 
comparison with the existing theories from the literature review. First, the findings for 
the cultural influences on the PMI project management will be discussed. Second, the 
arguments and results arising from influences based on other factors will be explored 
and compared with findings from the literature. 
 
8.7.1. Linking the influence of ‘cultural factors’ with existing theory 
During the empirical analysis, cultural characteristics could be identified which have a 
negative impact on project work. The identified influences from PDI on project 
management were confirmed by Hofstede (1983), Bredillet et al. (2009), Tan et al. 
(2002) and Chen et al. (2003). The UAI cultural dimension having an impact on project 
was also identified and discussed by many previous researchers (Loosemore et al., 
1999; Hofstede, 1983; Bredillet et al., 2009, Zwickael et al., 2005). For the impact of 
the IDV dimension evidence was provided in many studies (e.g. Chen et al., 2003, 
Hofstede, 1983; Lee-Kelly et al., 2008). Interestingly, none of the studies provided 
evidence for an influence of the LTO dimension on project work. Only one paper 
expressed the need to perform research in this direction and discussed that time 
perception may play a role during project management (e.g. Hill et al., 1998). The 
reason for this gap may be the fact that the LTO dimension was discovered after 
Hofstede’s first study and that the scores for some countries are missing. Nevertheless, 
the results from the empirical data indicate that there is an influence of LTO 
characteristics on project management, but more empirical fieldwork is required to 
support the findings from the analysed cases in this thesis.  Comparing the data 
collected in Saudi Arabia with data from Kuwait in light of the relation between the 
nationalities of the superior and the inferior, we have learned from the Saudi case that 
 
249 
 
there is a positive influence on the project execution if the superior and the subordinate 
have the same national culture and feel that both belong to the same ‘in-group’. Part of 
the negative influence caused by the high power distance gets compensated with ‘in-
group’ influences. Especially, the communication throughout the hierarchy is improved 
if ‘in-groups’ work together during the project. In In any case where a Saudi Arabian 
employee had a Saudi superior, the relationship worked well and there seemed to be 
well functioning communication. Comparing this finding with the cases with a Kuwaiti-
Kuwaiti constellation, the data collected supports this assumption. During the 
interviews with the Kuwaitis, the relationship was described as being good. Two 
interviews cannot reflect a full range of impressions from Kuwaiti project managers, but 
the statements made by the Kuwaitis give additional indication and support that 
developed the cause effect diagram in Figure 37. The constellation of having Arabic 
expatriate workers with a local host country manager is common in both countries 
partly due to similar legal and historic circumstances and is leading to a number of 
problems for the project work. Of course the number of two interviews in Kuwait is too 
low to allow a transfer of the results, but the causes and results of low IDV combined 
with high PDI and the behaviour of increased or avoided communication is so obvious 
that it can be expected to be confirmed if further research is carried out. 
All in all, the data collected in Kuwait and the data collected in Saudi Arabia do not 
provide significant differences in behaviour patterns for the discussed results and 
effects. And since the cultural profiles as well as political and historical circumstances 
of Middle Eastern countries are similar, it seems to be a valid assumption that the 
theoretical model can be used in other countries in the Middle East as well, especially 
since it is fairly straight forward and refers to basic behavioural patterns rather than 
being too detailed or specific to cover different social, legal, political or historical 
national characteristics, as long as they do not result in significantly different cultural 
profiles. This provides indeed another good linking point for additional research in the 
Middle East and in other regions. 
 
8.7.2. Linking the influence of ‘other factors’ with existing theory 
During the cross-case comparison, a couple of findings were identified based on the 
empirical data. Many arguments were provided that the contractors and their weak 
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financial capabilities in Saudi Arabia are responsible for slow project delivery. This was 
confirmed by studies e.g. the Meta Analysis from Sweis (2008). Besides that the 
argument for lack of qualifications could be identified during the cross-case analysis. 
This finding is in line with previous papers Raiden et al. (2004) and Pheng et al. (2000). 
So the identification of these factors can be underpinned through other reviewed studies. 
Many interviewees also highlighted that they did not receive appropriate project 
management training. This seems to be a third and important influence that was 
confirmed by multiple studies where the authors explained that it is required and 
important to provide project management training to the project managers and some 
important team members. Many of them also highlighted that proper training can 
contribute to the cultural competency of the project managers. Examples can be found 
in many publications such as Pheng et al. (2003), Chevrier (2003), Bhadury et al. 
(2000), Lampel (2001) and Walsham (2002)  
 
8.8. Summary  
During the cross-case analysis in chapter 8, the arising main themes from the two 
empirical cases A and B were discussed and displayed in two theoretical models. The 
two theoretical models display the identified themes linked in Figure 35 with the 
Hofstede ‘cultural factors’ and the ‘other factors’ which are influencing project 
management in the Middle East in Figure 37. From the set of six Hofstede dimensions, 
four dimensions provided characteristics which could be underpinned by empirical 
findings resulting into the influence on the project management in this region. The PDI, 
UAI, IDV and LTO dimensions were linked and displayed in the two separate models 
based on the relevant themes and statements discussed during this cross-case 
comparison.  
As a next step is required to consolidate the two models into one final model, and link 
the model to specific PMBoK knowledge areas. This exercise will be carried out during 
chapter 9.   
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9. Development of the theoretical model and discussion 
 
9.1. Introduction 
Following the cross-case analysis in the previous chapter 8 including the developed 
main themes based on the empirical data, this chapter presents a theoretical framework 
which links to the cultural dimensions of Geert Hofstede with the identified main 
themes and displays the resulting positive or negative influences for the PMBoK 
knowledge areas. The aim of this framework is to illustrate a summary of cultural 
dimensions related to the identified main themes. Once the framework is defined, it 
should clearly lead to an understanding about typical characteristics and influences for 
the PMBoK knowledge areas while working in the Middle East. This chapter will start 
with arguments for the need of a framework including its aims and objectives. Finally, 
the framework explains areas for further enhancement of this model. Since the 
information from each project is mainly based on a limited dataset and few expert 
interviews, it has to be highlighted that there is more research required to confirm or 
disprove the causal relations which are being displayed in the theoretical framework. So 
this chapter is also designed to present linking points, where additional research may be 
required. Nevertheless, it is important to suggest an initial version of the theoretical 
framework which is designed to meet the requirement of project practitioners working 
in the Middle East and to offer areas where more research can be carried out. 
 
9.2. Developing a theoretical framework for project management in 
the Middle East 
9.2.1. The need for a theoretical framework  
The themes from the cross-case comparison showed that based on the two case analysis 
the influences of national culture, may lead to project delay or other project related 
problems. In exceptional cases, not considering cultural factors may lead to a failure of 
project management processes.  This chapter will also look back into the literature and 
links the theoretical model with the existing body of knowledge in the field of project 
management. Furthermore, this section will confirm findings from the existing literature 
or look for elements that are corroborating with them. During the literature review, there 
were many authors who expressed that it is required to develop such framework 
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examples are Walsham (2002), Zwickael et al. (2005), Avison and Myers (1995) and 
Pereira et al. (2007). The introduced theoretical model may seem complex on a first 
view, but if interpreted and applied correctly, it can be used as a tool during a project to 
improve the cultural awareness for all project participants. Besides that, the model can 
be used to explain the culture related and other project challenges and risks that may 
occur while working in the Middle East.  
 
9.2.2. Aims and objectives of the framework 
The theoretical framework is designed to support project managers working in the 
Middle East to provide suitable strategies to improve the delivery of projects. Besides 
that, applying the framework may be a good strategy to understand the underlying 
reasons for influences on project management. Currently, the PMBoK approach 
introduced in the PMBoK 4
th
 Edition provides limited guidance for project 
professionals working in other global regions or non-western cultural contexts. This was 
discussed during chapter 4 of this thesis. Especially when the Hofstede cultural profile, 
differs strongly from a Western world or European cultural profile, the impact related to 
cultural factors cannot be ignored. 
The specific aims and objectives for the framework are: 
1. To relate the cultural factors and cultural characteristics with the appropriate 
Hofstede cultural dimension 
2. To link and display the causal influences of the ‘cultural factors’ and the ‘other 
factors’ in one coherent model 
3. To introduce a theoretical model which can be challenged or used as a starting 
point for further research in the described research context 
4. To support project practitioners and project teams while working in the Middle 
East 
The framework as introduced in Figure 46 shows the links between the non-cultural 
factors, cultural factors and the identified main themes. Additionally the typical 
behaviour related to the main themes and the empirical data displays the links to the 
PMBoK knowledge areas.  
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9.2.3. Linking the theoretical framework to PMI knowledge areas 
Concerning culture none of the PMI knowledge areas displayed in Table 7 consider 
national culture as an influencing factor except the process groups 9.2-9.4 where the 
HRM activities are carried out (PMI, 2008, p.230-234). The PMBoK briefly mentions 
that it may be required to use other methods in cross-cultural contexts to motivate the 
project team. The differences between collectivistic (low IDV) cultures are explained 
and a recommendation is given by the PMBoK that it may be more appropriate to 
motivate the team instead of the individual as it is typical for individualistic (high IDV) 
cultures. This is indeed a helpful suggestion presented in the current 4
th
 Edition of the 
PMBoK. Nevertheless, it may be doubted that the other knowledge areas are not 
influenced by national culture or other factors. To understand culture as an influencing 
factor for project management, a brief discussion based on the literature review will be 
carried out and discussed in light of the results from the cross-case comparison. As a 
first step the cultural factors will be explained which can have an influence on a specific 
PMBoK knowledge area. Then, in a second step the causal effects will be explained, 
understood and suggestions will be made how to improve the PMBoK knowledge areas 
taking the regional context of the Middle East into account.  
 
9.2.4. Links with project integration management 
The discussion will start with a discussion around potential links and influences on the 
processes being part of the project integration management. The first knowledge area to 
be discussed in light of the thesis results and the findings from the literature is: 
Project integration management (Knowledge area 4.) with its sub-process groups: 
4.1. Develop project Charter 
4.2. Develop project management plan 
4.3. Direct an manage project execution 
4.4. Monitor and control project work 
4.5. Perform integrated change control 
4.6. Close project or phase 
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To summarize the main activities which have to be carried out, the PMBoK explains: 
‘Project integration management entails making choices about resource 
allocation, making trade-off among competing objectives and alternatives, and 
managing the interdependencies among the project management knowledge 
areas.’ (PMI, 2008, p.71) 
To seek findings which relate to integration management the reviewed literature offers a 
few explanations. Rees-Caldwell and colleagues (2012) explain that the characteristic of 
a past and present orientation, which is a typical characteristic for low LTO score, has a 
negative influence for integration management.  
The PMBoK highlights the that during integration management it is important  
‘The project deliverables need to be integrated […] with the long-term strategic 
planning that takes future problems and opportunities into consideration.’ (PMI, 
2008, p.72) 
This is a second finding showing that short term orientation may have a negative 
influence on integration management. Finally, the two arising themes related to the low 
LTO from the empirical data analysis and cross-case comparison emphasise this 
assumption. Especially theme #2 shows the preference for ‘quick results’ instead of 
planning with a rather long-term and strategic focus. Due to these findings in the 
theoretical model the LTO characteristics will be linked having a negative influence as 
shown by link (8) in Figure 38 on project integration management. 
 Theme #1
Milestones 
are flexible 
Theme #2
Quick results 
are important 
Focus on short term 
success and project 
results / Lack to handle 
long term goals and 
milestones 
8
4. Project 
Integration 
Management
(n
eg
at
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e 
in
fl
u
en
ce
)
 
Figure 38: Linking project integration management with the themes related to the LTO dimension 
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9.2.5. Links with project scope management 
The next knowledge area where potential influences will be analysed is project scope 
management. The processes being part of this PMBoK knowledge area 5 are: 
5.1. Collect requirements 
5.2. Define scope 
5.3. Create WBS 
5.4. Verify scope 
5.5. Control scope 
This knowledge area has a strong focus on the creation of documentation. An accurate 
analysis phase is required to collect the requirements needed for the delivery of the 
project outcome. The scope needs to be documented in the scope management plan and 
the work breakdown structure (WBS) has to match the overall project scope. Once the 
scope for the project is agreed with the project stakeholders and is documented, it needs 
to be verified and controlled. A good change control system is required to handle 
change requests and to manage the scope. During the data analysis and the development 
of the cross-case comparison, many interviewees responded having a very negative 
attitude towards change requests. This was leading to main theme #4 ‘Negative attitude 
towards changes’. Additionally, during many of the interviews the author of this thesis 
was under the impression that the collect requirements and scope design activities were 
not carried out very thoroughly. Project plans were designed without linking them to the 
work packages. This indicates that theme #4 links with a negative influence to 
knowledge area (5.). Before incorporating this into the theoretical model, the 
assumptions should be validated by reviewing more results from the literature.  
Regarding the influences from national culture on scope management two publications 
should be mentioned. The papers by Milosevic (2002) and Hofstede (1984) show that 
the high degree of UAI results into individuals feeling threatened by uncertain and 
ambiguous situations where the scope of work is unclear. Additionally Lane et al. 
(2005) conclude that Arab nationals prefer vague definitions. Due to these findings the 
influences from the high UAI and its resulting main theme #4 will be linked attributed 
with a negative influence on knowledge area 5. 
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The following Figure 39 shows the relation through link (7) between theme #4 based on 
the high UAI characteristics and knowledge area 5 project scope management. 
Theme #4
Negative 
attitude to 
changes 
Avoid proper 
handling and 
discussion 
about project 
changes
7
5. Project 
Scope 
Management
(n
eg
at
iv
e 
in
fl
u
en
ce
)
 
Figure 39: Linking project scope management with the themes related to the UAI dimension 
 
9.2.6. Links with project time management 
One of the core elements of project management is the knowledge area time 
management. Many of the typical project management instruments relate to time, this 
knowledge area 6 is compromised of the following process groups: 
6.1. Define activities 
6.2. Sequence activities 
6.3. Estimate activity resources 
6.4. Estimate activity durations 
6.5. Develop schedule 
6.6. Control schedule 
This knowledge area relates to multiple processes which are first defining the elements 
and then putting them into a sequenced order. Multiple tools and techniques from the 
PMBoK are available to support the planning process, such as the Critical Path Method 
(CPM) or the Gantt bar chart which is widely used in project management software to 
schedule the required project activities. Regarding cultural factors the perception of 
time may influence this knowledge area. One central element for the project planning 
are milestones, which are used to display major events on the timeline. During the data 
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analysis many statements were made that milestones are perceived being flexible in the 
Middle East. This fact was mentioned by Hofstede (2001) as one typical characteristic 
attributed to short-term orientation (low LTO).  
Additional references from the related literature are e.g. the paper of Rees-Caldwell et 
al. (2012) assessing the influence of polychronic and monochronic differences in time 
perception, as they were introduced in the dimensional model by Trompenaars. They 
came to the conclusion that monochronic thinking correlates positively with time 
planning. Since polychronic thinking is related to the Middle Eastern culture this is 
another hint to support a negative influence. Furthermore Hall (1959) describes a 
preference for spontaneity for the Arab culture. So for the development of the 
theoretical model, the resulting effects from theme #1 ‘Milestones are flexible’ will be 
linked having a negative influence for the elements being part of project time 
management. As a result the model will be updated by adding an arrow to project time 
management as shown in the following Figure 40. 
 Theme #1
Milestones 
are flexible 
Theme #2
Quick results 
are important 
Focus on short term 
success and project 
results / Lack to handle 
long term goals and 
milestones 
8
4. Project 
Integration 
Management
(negative 
influence)
6. Project 
Time 
Management
 
Figure 40: Linking project scope management with the themes related to the LTO dimension 
As mentioned already during the literature review, there is only one publication which 
relates the LTO influences to PMBoK knowledge areas. The empirical data from this 
research underpin this effect from the LTO dimension to at least two of the PMBoK 
knowledge areas (4 and 6). 
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9.2.7. Links with project cost management 
Once the scope and time related activities are completed, the costs for the project can be 
determined. Knowledge area 7 therefore contains the following sub-processes: 
7.1. Estimate costs 
7.2. Determine budget 
7.3. Control costs 
The PMBoK explains that the activities around determining the costs and the project 
budget are often discussed with the various stakeholders from the project. This may 
result into problems, since some of the stakeholders have a different expectation for the 
costs for and item or a service (PMI, 2008, p. 167). Especially for the Middle East this 
activity is challenging. Many of the Middle Eastern countries have a long history of 
international trading and the tradition to have intense price negotiations has resulted as 
explained by Sweis (2008) into a policy to award the contract to the lowest bid. The 
literature offers multiple linking points, where these influences were described. 
Publications by Milosevic (2002) or Lane et al. (2005) explain that the Arab culture 
prefers imprecise criteria and a flexible attitude to adapt to contractual changes.  
Additionally, it was mentioned that there were many re-negotiations if the prices for 
raw material increased. Often project problems were related, by the project managers, to 
the policy to award the lowest bid with the contract in the construction industry. These 
are mainly factors which may be attributed to cultural characteristics, but during this 
analysis they were summarized as influences from ‘other factors’. The ‘other factors’ 
are related as displayed in the following Figure 41 and link (1) to knowledge area 7. It 
has to be highlighted that during the data collection phase, evidence for this relation 
could only be found in case B in the area of construction projects. 
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Theme #9
Financial 
reasons due 
to increased 
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face delays due 
to re-
negotiation of 
resources with 
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Figure 41: Linking project scope management related to the ‘other factors’ 
 
9.2.8. Links with project quality management 
Quality management is an important element for the execution of projects and its 
output, being a product or a service, delivered on the agreed quality metrics. Knowledge 
area 8 project quality management consists of the following sub-processes: 
8.1. Plan quality 
8.2. Perform quality assurance 
8.3. Perform quality control 
To clarify which factors may influence this knowledge area, the following assumptions 
should be discussed. First of all quality needs to be planned for the overall lifecycle of 
the project. This means that the project manager and the team has a future orientation 
and plans the project with the end in mind. The product or service as a result of the 
project need to meet the customers’ requirements concerning quality, because otherwise 
this can have serious negative consequences for the project stakeholders as described in 
the PMBoK (PMI, 2008, p. 189). During the data collection, no data regarding quality 
influences was collected.  
The related literature offers a few linking points for the above assumption, that future 
orientation (high LTO) has a positive influence for the knowledge area, whereas past 
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and present orientation (low LTO) can have a negative influence. The connection from 
quality to past or future orientation was discussed by Milosevic (2002). The tendency of 
the Arab culture to change the quality metrics continuously is explained by Lane et al. 
(2005). This leads to negative effects for the quality management and the mentioned 
sub-processes. As a conclusion based on the mentioned sources the short term and past 
orientation as explained by Hofstede (2001) for a low LTO score, is considered having a 
negative influence on knowledge area 8. This relation is displayed by link (8).  
Furthermore there may be influences related to theme #3 ‘difficult relation to superior’ 
which result into a limited communication about project related problems. In situations 
where quality problems occurs a high degree of power distance (high PDI) increases the 
negative effect for quality management. Lastly, the effects related to theme #5 
‘Insufficient project management skills’ based on the lack of training has a negative 
influence on quality management. The team member may not be aware how to manage 
or control the quality during the project. As a result there are three links (2), (5) and (8) 
added to in the following  
Avoid to talk 
about problems 
with the project 
manager
Focus on short term 
success and project 
results / Lack to handle 
long term goals and 
milestones 
Project is not 
handled 
properly by the 
assigned project 
manager
2 5
8
8. Project 
Quality 
Management
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e 
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)
(negative 
influence)
(negative 
influence)
Theme #3
Difficult 
relation to 
superior 
Theme #5
Insufficient 
project 
management 
skills
 Theme #1
Milestones 
are flexible 
Theme #2
Quick results 
are important 
 
Figure 42: Linking project quality management with effect of four related main themes 
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9.2.9. Links with project human resource management 
The human resource management (Knowledge Area 9) has the following sub-process 
groups 
 9.1. Develop Human Resource plan 
 9.2. Acquire project team 
 9.3. Develop project team 
 9.4. Manage project team 
Before displaying these knowledge areas in the theoretical model the effects and 
characteristics of the Hofstede dimensions need to be discussed in more detail. The data 
analysis indicated that PDI and UAI have a strong influence on the frequency of 
communication and the communication between the hierarchies of the organisation 
where the project is being carried out. Many of the interviewees highlighted during the 
data collection, that they totally avoid talking to their managers. This tendency is even 
increased if the individual originates from another nationality than the manager. The 
effects from high PDI and high UAI have a negative influence on many of the HRM 
elements. Furthermore it became clear during the cross-case comparison, that the 
dimension IDV may either increase or reduce the frequency of communication, as 
explained throughout chapter 8. The related literature regarding HRM and cultural 
influences supports the mentioned links from cultural dimensions to this knowledge 
area. The negative influences from a high PDI on human resource management were 
confirmed by Ochieng et al., (2009) and Xiao and Boyd (2007). The negative effects of 
communication related to UAI were presented in publications from Hofstede (1983) and 
Malik and colleagues (2012) who have indicated that a high UAI delays activities and 
increases the need to have many formal rules and documentation in place before 
actually working on the execution. To summarize this discussion, the effect on the 
knowledge area 9 seems to be strong, and multiple cultural dimensions seem to have an 
effect on this process group. 
Besides the cultural factors, there are also influences which are based on one of the 
‘other factors’. During the interviews many project managers mentioned that they do 
not feel comfortable to handle HRM tasks, since they are not adequately trained. This is 
another negative effect for this knowledge area 9, since the lacking skills make it 
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difficult to have proper HRM processes for the project in place. The following Figure 
43 shows the discussed linked which are related to the various main themes. 
Theme #3
Difficult 
relation to 
superior 
Avoid to talk 
about problems 
with the project 
manager
Theme #3a
Good relation 
to superior 
Project 
communication 
is established 
with project 
manager
Theme #7
Slow decision 
making 
process
Slow decision 
making 
process / too 
much 
adminstration 
required
Theme #6
Weak HRM 
capabilities / 
management 
support
No proper HR 
management 
established in 
the project
3 4 5 6
(negative influence)
9. Project 
Human 
Ressource 
Management
(negative influence)
(negative 
influence)
(negative 
influence)
(positive 
influence)
 
Figure 43: Linking project scope management various cultural related and other themes 
Since there is one positive influence identified from theme #3 to knowledge area 9 the 
arrow is green in the above model. 
 
9.2.10. Links with project communications management 
Knowledge area 10 contains processes which are related to the overall project 
communication and the involved stakeholder. These are: 
10.1. Identify stakeholders 
 10.2. Plan communications 
 10.3. Distribute information 
 10.4. Manage stakeholder expectations 
 10.5. Report performance 
The project manager needs to manage the flow of communication for the overall 
project. The activities around communication management are an important element to 
make sure, that the project participants and the stakeholder are involved in the project 
progress in a timely manner. The PMBoK describes the importance of this process 
group as follows: 
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‘Project communication management includes the processes required to ensure 
timely and appropriate generation, collection, distribution, storage, retrieval, 
and ultimate disposition of project information. Project managers spend the 
majority of their time communicating with team members and other project 
stakeholders,[…]’ (PMI, 2008, p. 243) 
During the literature review many papers described differences in communication habits 
between Western and Middle Eastern cultures. These differences affect the frequency, 
style of communication and the communication habits, such as project meetings. The 
empirical data provided some linking points with regards to communication. The set of 
questions which was designed to look for the communication to the supervisor provided 
evidence showing a negative influence for a high degree of power distance, whereas the 
cultural characteristics of being collectivistic (low IDV) provided a positive influence 
on communication. As presented multiple times this low IDV influence turns into a 
negative influence, in project constellation where the individual is not seen as part of the 
so called ‘in-group’.  
The review of the literature provides a few other links concerning project 
communication. Hofstede (1983) explains that high PDI and hierarchical thinking are 
hindering effective project communication, so the influence of PDI to communication 
can be categorized being negative. Rees-Caldwell and colleagues (2012) considered the 
same characteristics for high power distance. Based on this discussion many links are 
provided in the literature showing the negative influence from high power distance for 
the knowledge area 10. The influence to this knowledge area is reversed if theme #3 is 
applicable, as shown in Figure 44. Since this reversed effect was not found in the 
literature this fact has to be part for further research in this area. Nevertheless, it will be 
displayed in the theoretical framework, since there were multiple findings supporting 
this relation. 
 
264 
 
Theme #3
Difficult 
relation to 
superior 
Avoid to talk 
about problems 
with the project 
manager
Theme #3a
Good relation 
to superior 
Project 
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with project 
manager
5 6
10. Project 
Communication 
Management
 
Figure 44: Linking project communication with the themes related to high power distance 
 
9.2.11. Links with project risk management 
Knowledge area 11 is looking into the processes around risk management in the context 
of the PMBoK. The relevant sub-processes are: 
11.1. Plan risk management 
 11.2. Identify risks 
 11.3. Perform qualitative risk analysis 
 11.4. Plan risk responses 
 11.5. Monitor and control risks 
The empirical data did not provide any links with regards to risk management. 
Nevertheless, the literature showed some linking points, which can help to incorporate 
links for this knowledge area as part of the theoretical model. According to Hofstede 
(1983) there is a high awareness for risks in cultures with a high UAI. This assumption 
is supported by Keil and colleagues (2000), who analysed the risk taking behaviour in a 
cross-cultural software project. Due to these links the theoretical model was expanded 
by link (4) which displays a positive influence to knowledge area 11 in the model.  
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Theme #7
Slow decision 
making 
process
Focus on 
administrative 
tasks / high 
awareness of 
risks
4
11. Project 
Risk 
Management
 
Figure 45: Linking project risk management with the theme related to high UAI and PDI 
 
9.2.12. Links with project procurement management 
The last knowledge area 12 handles the processes around project procurement 
management. During the data analysis and the literature review no links or evidence 
were found with a reference this knowledge area. The literature did not provide any 
evidence of cultural or other influences regarding processes around procurement. Due to 
this fact knowledge area 12 was not included into the theoretical model, as it is required 
to have at least few empirical data or secondary findings available. 
The updated version of the framework is displayed in the following Figure 46. 
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9.2.13. Consolidated framework overview 
High
PDI Power 
Distance Index
---
Hierachy 
needed / 
superiors 
inaccessible/ 
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required
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Figure 46: Theoretical Framework illustrating causal effects for the PMBoK knowledge areas 
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9.3. Discussion of the consolidated theoretical framework 
The framework displayed Figure 46 in is based on the two merged models (Figure 35 
and Figure 37) which were developed as a result of the cross-case comparison in 
chapter 8. The two models were expanded with specific effects for the PMBoK 
knowledge areas. The displayed influences are either based on findings from the cross-
case analysis or findings from the reviewed literature discussed throughout the chapters 
2, 3 and 4. The framework shows that there are mainly negative influences for the 
management of projects in the Middle Eastern research context; these influences are 
displayed through the red arrows. There are three identified positive influences related 
to the main themes #3, #7 and #8. These are displayed by the green arrows in Figure 46. 
Link (1) in the above model in is only construction related as this finding was only 
identified during the analysis of case B projects.  
The themes #5 and #6 influence the PMBoK knowledge as areas displayed by the 
connections (2), (3) due to a lack of skills in managing the human resources or to create 
proper project plans because of insufficient project management skills. The mentioned 
implications arising from insufficient training have a very strong impact for working on 
projects in the Middle East. For project practitioners working in the Middle East it 
should be considered to use part of the project budget for training. Most of the discussed 
influences are culture related or have a relation to the characteristics of the Hofstede 
cultural dimension UAI (high UAI) for the Middle East. Further examples are the 
themes #4 ‘Slow decision making process’ and #7 ‘Avoid proper handling of change 
requests’ and a focus on administrative tasks. These resulting effects have a negative 
influence on the knowledge areas 9 (Project human resource management) and 5 
(Project scope management). On the other hand the high UAI leads to the high 
awareness for risks and results into a positive influence for knowledge area 11 (Project 
risk management).  
Other effects are based on the high PDI, low IDV influences and their effect depends on 
the cultural constellation of the supervisor and the project manager such as the themes 
#3 and #3a. It is a vital element to communicate to the supervisor/sponsors of the 
project to get guidance and support; the effect is huge if the communication is avoided, 
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as it is displayed by arrow (5) representing a negative influence on the knowledge areas 
8, 9 and 10 shown Figure 46.  
Finally the effect, resulting into theme #1 and theme #2, has its origin in the low LTO 
score of the Middle Eastern national culture and leads to a negative influence on 
impacts the PMBoK knowledge areas 4, 6 and 8.  
The final framework in Figure 46 displays the connection of cultural factors and non-
cultural factors to themes and effects including the influence to the PMBoK knowledge 
areas. Thus, it is required to discuss the framework and identify areas where future 
research may be required. It is recommended that more research should be carried out to 
better understand the specific cultural influences related to the Hofstede characteristics 
and its effects for the PMBoK knowledge areas. The following section 9.4 is designed 
to discuss potential linking points where cultural influences should be considered into 
the PMBoK before carrying out additional products.  
 
9.4. Recommendations to change PMBoK knowledge areas 
Concerning culture only none of the PMBoK processes displayed in Table 7 specifically 
considers national culture as an influencing factor except the PMBoK process groups 
9.2-9.4 where the HRM activities are carried out PMBoK (PMI, 2008, p.230-234). This 
finding could be confirmed during the discussion of the cultural influences based on the 
empirical data of the two cases. For the knowledge area 9 (Project human resource 
management) the PMBoK briefly mentions that it may be required to use other 
measures to motivate project teams in collectivistic cultures (PMI, 2008, p.234). This is 
the only knowledge area and text passage which expresses a clear link between the 
Hofstede characteristics related to collectivistic cultures (low IDV) and a specific 
PMBoK knowledge area.  
‘Cultural differences should be considered when determining recognition and 
rewards. For example, developing appropriate team rewards in a culture that 
encourages individualism can be difficult.’ (PMI, 2008, p.234) 
The differences between collectivistic (low IDV) cultures are clearly explained and a 
recommendation is given by the PMBoK that it may be more appropriate to motivate 
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the team instead of the individual. This is one good suggestion presented in the 4
th
 
Edition of the PMBoK. Nevertheless, it can be doubted that the other knowledge areas 
are not influenced by national culture or other regional factors. This thesis has clearly 
shown that there are multiple influences with positive or negative effects for the other 
knowledge areas. Although there is the need to carry out more research and work on 
reliable recommendations, many resulting themes showed a strong impact on most of 
the PMBoK knowledge areas. The findings from the related literature often supported 
these findings, although there are only few research results available, especially for the 
discussed research context of this thesis.  
 
9.5. Benefits of the framework for project practitioners 
The framework in Figure 46 developed during this section connects the Hofstede 
cultural dimensions with the main themes; expected effects for the project work, and 
lastly showed the positive or negative influences for the PMBoK knowledge area. For 
project practitioners, it is important to understand what can be expected while working 
on projects on the Arabian Peninsula. One conclusion is that with this thesis, it became 
evident that there are strong influences for the management of projects in the Middle 
East. Most of the project managers that were interviewed during the data collection 
phase highlighted that they did not feel adequately qualified to manage a project. So 
improving the qualification of the project participants should definitely contribute in a 
positive way to the project work. As explained in chapter 8, this is supported by many 
other studies where the cross-cultural teams or cultural influences on project work were 
analysed. Knowing the proper instruments and improving the personal soft-skills will 
lead to a better understanding of what is expected from a project manager. The same is 
true for the knowledge area ‘Project time management’. The empirical data showed that 
the planning was often done without a solid foundation of project management or HRM 
knowledge. All analysed projects of this case study faced strong delays of more than 
50% time overrun in comparison with the original planned duration. Project 
practitioners knowing that the knowledge area 6 (Project time management) is heavily 
impacted by cultural factors, they may consider more buffer time in the work 
breakdown structure to develop a more realistic planning.  
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So as one conclusion from this discussion there are two suggestions for project 
practitioners to handle these negative influences: 
 Provide project management and HRM training for project managers and the 
project team to improve the project management skills and capabilities to work 
with all project participants  
 Incorporate buffer time in the WBS and Gantt charts to develop a realistic 
project plan for a project being carried out in the Middle East 
In addition to these influences, there are the cultural factors that were described in detail 
by applying the Hofstede dimensional framework. As mentioned during the literature 
review section, culture cannot be changed easily and changes slowly during decades 
(Hofstede, 1983). The effects derived from high PDI, low IDV, high UAI are in many 
cases leading to mainly negative effects on project management. Furthermore, there are 
influences related with the differences in time perceptions as described by the LTO 
dimension characteristics resulting in a preference for short-term results versus the 
project related long-term goals. As these cultural characteristics cannot be changed, 
project practitioners need to be aware of these facts. If a project manager knows that 
there may be difficulties due to differences in the cultural background of project 
participants, it helps to understand project team dynamics while working on the ground. 
There are other ways to reduce the impact for project work. One practical suggestion is 
to establish a project manager with a Western cultural background who has no problems 
talking to a Middle Eastern project sponsor, because he is not part of the typical 
company hierarchy. By applying such a strategy the described influences from the PDI 
and IDV interplay may be eliminated easily. This sounds simple, but it may be one 
reason why many projects are handled by foreign expatriate workers in the Middle East.  
There may be alternatives for the management of projects in the Middle East. One is to 
change people’s behaviour or try to adapt working structures to the people’s habits and 
norms. The latter should have priority if possible, as it has been the goal of this thesis to 
provide a basis for new approaches for project management, but it is very difficult and 
morally questionable to enforce work routines that contradict what people feel is 
appropriate. Other strategies can be developed based on the theoretical model, but the 
development of new approaches has to be supported by more empirical findings. The 
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idea of the presented framework is to gain an understanding for the influences of 
cultural factors and non-cultural factors for project work in the Middle East. 
 
9.6. Summary  
During this chapter a theoretical model was developed where the causal context of 
cultural factors, non-cultural factors and the influences for the PMBoK is illustrated and 
summarizes the findings from this cross-case analysis as a result of chapter 8, combined 
with the available results from the literature review. The framework is displaying the 
full context from cultural characteristics of the Hofstede dimensional model for the 
Middle East with a clear explanation of the specific influences to the PMBoK 
knowledge areas. While cultural dimensions are supposed to be neutral, they do turn 
negative or positive, when used as explanations for project delay.  The theoretical model 
is designed to explain the research results in one model. This model may help project 
managers working in the Middle East to mitigate risks and work effectively to avoid 
culture related negative influences for their project. 
It has to be emphasised that the framework cannot be transferred to other Muslim 
regions, since the underlying theory is mainly based on the dimensional approach as 
introduced by Hofstede and not on specific religious values. The scores for national 
culture may be different e.g. in Muslim populated countries like Malaysia and Indonesia 
the Hofstede scores strongly differ from those in the Middle East. 
Finally, chapter 9 referenced back to the identified research gaps and explained the 
actual contribution to the current project management theory as it is documented in the 
PMBoK 4
th
 Edition. The next chapter 10 will summarize the research results by 
providing the answers to the research questions and describing the fulfilment of the 
research objectives. Additionally chapter 10 covers important aspects of research ethics 
and will mention the outlook and limitations of this thesis.  
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10. Conclusions and implications for project management 
10.1. Introduction 
This chapter concludes this research with the research results and discusses the findings 
in the context of the research objectives and the overall research aim. Furthermore, 
chapter 10 summarizes the implications for the project management theory and practice 
in a Middle Eastern cultural context. In the end of this section, the ethical issues and 
limitations of this research will be discussed including an outlook into areas where the 
research needs to be extended.  
 
10.2. Achievement of the research objectives 
The research objectives were developed and refined throughout the literature review 
(chapter 2 – chapter 4) of this thesis, so the fulfilment of the four research objectives 
(O1-O4) has to be presented in this section. The Middle East as a rapidly developing 
region is looking for future investments outside the oil and gas industry to become 
independent from the exploration of its natural resources.  One of the motivators to 
design questions around this research subject was to analyse and understand if the PMI 
project management framework PMBoK is impacted by cultural influences and other 
non-cultural factors or not. Many challenges of project management in the Middle East 
have been touched on; the logical next step is to improve the management of projects in 
this region by moving away from this universalistic management approach. The 
experiences from project practitioners and the empirical findings were used to suggest 
improvements to the PMBoK in order to offer a better guideline for a delivery in the 
Middle East. The following Table 44 lists the research aim, objectives, questions and 
the related chapters that contributed to the achievement of the research objectives. 
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Table 44: Achievement of the research objectives, research questions and the research aim 
Aim Research question Research objective Objective reached 
through 
Related thesis 
chapter 
To analyse which 
cultural factors and 
other factors 
influence the 
applicability of the 
PMI  project 
management body 
of knowledge 
PMBoK for  the 
cultural context of 
the Middle East 
RQ1 - How do the 
cultural 
characteristics of 
the Middle East 
influence the 
applicability of the 
PMBoK? 
 
O1 - Identify 
‘cultural factors’ 
that influence the 
applicability of the 
PMBoK in the 
Middle East 
The review of the 
literature, the 
empirical data 
collection and 
data analysis 
based on two 
cases from the 
Middle East 
Chapters 2, 3, 
4, 6, 7 and 8  
O2 - Develop a 
theoretical model 
to explain the 
specific influences 
of Hofstede’s 
cultural 
dimensions and 
their 
characteristics for 
the applicability of 
the PMBoK in the 
Middle East. 
The results from 
the cross-case 
analysis were used 
to develop a 
causal model for 
project work in 
the Middle East 
Chapters 8 and 
9 
RQ2 – What are the 
root causes for 
project related 
problems in the 
Middle East from 
the perspective of 
project 
practitioners? 
O3 - Understand 
the key challenges 
for project 
managers working 
in the Middle East 
through on-site 
visits and 
interviews 
 
The review of the 
literature 
combined with the 
two case studies 
and on-site visits 
in Kuwait and 
Saudi Arabia. 
Interviews and 
informal talks 
contributed to this 
research objective 
Chapters 
2,3,4,6,7 and 8 
O4 - Analyse 
which ‘other 
factors’ may 
influence the 
management of 
projects based on 
the PMBoK in the 
Middle East 
 
The review of the 
literature and 
empirical data 
collected during 
the two case 
studies. Besides 
that the site visits 
and interviews 
contributed to this 
research objective 
Chapters 
2,3,4,6,7,8 and 
9 
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10.2.1. Research objective one 
O1 - Identify ‘cultural factors’ that influence the applicability of the PMBoK in 
the Middle East 
The first research objective was achieved through a review of the literature. The 
identified cultural influences were presented during the chapters 2, 3 and 4. The 
research context of the Middle East was explored during chapter 2 where it became 
clear that there are specific environmental and cultural factors that influence the 
management of projects in that region. The cultural characteristics, which differ 
strongly from the Western World characteristics, create a challenging environment to 
work on projects. The review of the related literature continued with an investigation 
around the various cultural models in chapter 3. There were two main streams of 
research on national culture discussed: 1) The holistic view as often introduced by 
anthropologists; and 2) The dimensionalist view, which describes cultural 
characteristics with bipolar dimensions. In chapter 3, the decision was made to use the 
Hofstede model as one underlying element for this research project. The management 
science requires theoretical frameworks and tools which can be applied easily but which 
provide a solid foundation for the analysis of cultural influences for the Middle East.  
During the final part of the literature review in chapter 4 the current literature and 
research results that explored cultural factors and their influence on project management 
were assessed. It became clear that many publications have used the Hofstede theory in 
the area of project management, but that there is a huge gap for research in the Middle 
East. No paper was identified which explored the impact of national culture for the 
management of projects according to the PMBoK in this region.  
Besides that, this thesis aims to fill another gap by providing new findings and linking 
points for cultural factors influencing the PMBoK processes. Regarding the Hofstede 
approach, the literature contributed with findings from other regions that the cultural 
dimensions PDI, IDV and UAI are having an influence on project management. For the 
MAS and IVR dimensions no evidence was found in the literature and in the collected 
data. For the LTO dimension, no results were available in the literature, but some papers 
indicated that there may be linking points concerning the differences in time perception 
in the Middle East linked to the LTO characteristics. During the case study analysis in 
chapter 6 (Case A – Kuwait) and chapter 7 (Case B – Saudi Arabia), the findings were 
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confirmed that the PDI, IDV and UAI dimension have a strong influence for the 
management of project in the Middle East. One unexpected finding was, that for the 
Middle East, an interrelation between the PDI and IDV dimension was identified. 
Combined with the dimension individualism index IDV and the typical characteristics 
of a collectivistic culture, there were two effects being observed and based on the 
interplay of PDI and IDV. Working in a Middle Eastern environment, and having a high 
scoring PDI dimension, results in a tendency that the project manager avoids talking to 
his or her supervisor. On the other hand, there is the influence of a low scoring IDV 
resulting into a collectivistic thinking. In cases where the employee has the same 
nationality or heritage as the supervisor, this person was seen as an ‘in-group’ person. 
The original effect from PDI that the two people avoid communication was strongly 
reduced through this ‘in-group’ constellation in the Middle Eastern context. In cases 
where the inferior belonged to a different Arabic country the person was not seen as part 
of the ‘in-group’, these two people often did not communicate with each other. This 
relation was leading to a behaviour that is typical for a high scoring PDI dimension. 
This is clearly a contribution that was not discussed in any of the reviewed publications. 
Furthermore, this thesis contributed to the theory by identifying that the LTO dimension 
has a negative influence for some PMI project management elements, such as the 
perception of milestones and the preference for short-term objectives, instead of 
focusing on the long-term goals of the project. The observed behaviour resulted into 
project plans where no milestones were used to plan a project. It could be explored that 
project plans are often subject to change to represent a current project status, instead of 
working against milestones as part of the project schedule. As a consequence, the 
project was not actively managed but administrated by the project manager leading to 
slow progress and a huge risk for the project being delayed. 
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10.2.2. Research objective two 
O2 - Develop a theoretical model to explain the specific influences of Hofstede’s 
cultural dimensions and their characteristics for the applicability of the PMBoK 
in the Middle East 
A theoretical model was developed as part of this thesis displaying the linkage between 
influences from the Hofstede cultural dimensions and the resulting effects and main 
themes. The main themes were developed based on evidence from the empirical data 
and as described throughout chapter 8 and chapter 9. To support and validate the main 
themes from the cross-case analysis, specific questions were designed for the 
instrumentation phase to understand the impact of specific Hofstede dimensions for the 
PMBoK elements. During chapter 8, two separate cross-case models were developed. 
One theoretical model covered the influence from the cultural factors and the themes, 
followed by a second model covering the influences of the other influencing factors and 
the identified themes. During chapter 9, the findings from both models were merged 
into one coherent model describing the influences of cultural factors and of other factors 
for the discipline of project management. In addition to this the theoretical framework 
was linked with all PMBoK knowledge areas to complete the model. Since the collected 
data in some cases only provided weak support for the influences of specific knowledge 
areas, secondary data from the literature was used to support the influences. 
The introduced model explains the context of four Hofstede cultural dimensions and 
two other factors influencing the PMBoK processes wither positively or negatively. The 
findings confirmed that the cultural factors and other factors both have an influence 
PMBoK knowledge areas. While most of the influences in the research context of the 
Middle East for PMBoK elements are negative, there are also positive influences for the 
knowledge areas: Human Resource-, Risk- and Communication-Management. It has to 
be highlighted that the theoretical model is only applicable for the Middle East, and that 
further research is recommended to substantiate the findings. 
The theoretical model can provide a helpful starting point for project practitioners 
working in the Middle East and should contribute to the enhancement of the PMI 
project management theory. The logical next step would be to introduce some of the 
suggestions made into one of the next editions of the PMBoK. 
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10.2.3. Research objective three  
O3 - Understand the key challenges for project managers in the Middle East 
through on-site visits and interviews 
The key challenges for project managers working in the Middle East are manifold. 
During the on-site visits and interviews with project managers and project team 
members, many findings were identified which were often leading to difficult project 
situations. Some of the interviewees underlined that it was difficult to get visas for the 
required workforce, and due to lengthy processes to obtain government permissions the 
project ran into a delay. Other challenges were the increase in price for raw material, 
which resulted in financial problems at the contractors’ side resulting into project delay 
or contract disputes. Besides that, during case B in Saudi Arabia, many project 
managers confirmed that the physical distance to some of the construction sites led to 
difficulties to control and manage the progress of project work on site. Lastly, the policy 
to award the contract to the lowest bid brought potential financial problems of the 
contractors quickly to surface. Although the contractor won the contract, they often do 
not have a proper financial backing or provided a project calculation that did not allow 
the contractor to deliver resources and material as required.  
 
10.2.4. Research objective four 
O4 - Analyse which ‘other factors’ may influence the management of projects 
based on the PMBoK in the Middle East 
The lack of proper project management training and the insufficient qualifications 
regarding the HR management were two elements that have to be mentioned. The two 
elements are also highlighted in the theoretical framework. Other influencing factors 
were that the workforce assigned to the projects is unqualified and not capable to 
deliver the required quality of work on the construction site. Since some of the arising 
challenges were construction specific, the cross-case comparison wiped some of these 
factors out and left two main factors, which are the lack of proper management training 
and the contractor related reasons.  
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10.3. Answers to the research questions 
The answers to the research questions can be summarized as follows: 
10.3.1. Research question one 
RQ1 - How do the cultural characteristics of the Middle East influence the 
applicability of the PMBoK?  
In cases where the project employee originates from another country or group than the 
supervisor (out-group constellation): The high degree of power distance index 
combined with the way of seeing the employee outside one’s own in-group produces a 
higher risk for project delay. In cases where the project team member originates from 
the same country or group as the superior (in-group constellation): The high degree of 
power distance results in some communication gaps between the superior and the 
employee, but if they consider each other being part of the same group, the influence 
from the low IDV characteristic reduces the PDI gap. This (in-group) constellation 
improves the communication between the project team and the project manager and can 
result in a better project performance. As a matter of fact, the high score for UAI in the 
Middle East often results in a negative attitude towards change requests. In cases where 
the individual does not handle the existing change request properly, there are two 
consequences for the project delivery. The high degree of uncertainty avoidance for 
Middle Eastern nationals has a negative influence concerning the attitude towards 
change requests during the project execution.  
The cultural characteristic of a low LTO leads to a focus on short-term and quick results 
combined with the risk of losing the focus for the strategic (long-term) project 
management goals. One example from the empirical results was that the concept of 
milestones was not implemented or perceived as being important. The research results 
indicated that milestones are not being used to manage and control a project, but that 
project plans are subject to change to represent a current project status, instead of 
working against milestones as part of the project schedule. For the Hofstede MAS and 
IVR dimensions no influences were identified with an effect for project work in the 
Middle East. 
Regarding the applicability of the PMBoK for the Middle East, there are clear findings, 
that many of the cultural characteristics of the Middle East have a negative influence on 
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PMBoK knowledge areas. On the other hand there are also a few positive influences for 
some of the PMBoK processes, especially when the project team and the project 
manager have a same cultural background. In such constellations the underlying 
influences from collectivism (low IDV) increase the communication and trust in the 
project team. In constellations where the team member have different cultural 
backgrounds the influences of collectivism turn negative as ‘the other’ team members 
are perceived as being the ‘out-group’. The communication is reduced and there may 
even be discrimination of some individuals of the project team. 
 
10.3.2. Research question two 
RQ2 – What are the root causes for project related problems in the Middle East 
from the perspective of project practitioners?  
The root causes for project related problems in the Middle East according to the 
perception of project practitioners are: Lack of training on project management and 
human resource management, the weak financial positions of some contractors and the 
policy to award the tender to the lowest bid resulting into contractors which may deliver 
the scope of the project in a weak quality. Additionally, there are culture related 
problems as described in the answer for RQ1.  
 
10.4. Contributions to theory and practice 
This section summarizes the contributions to the project management theory and 
practice. 
 
10.4.1. Contributions to project management theory 
Since culture and the assessment of cultural influences are very complex in nature, a 
quantitative approach would be useful in cases where the influence of one dimension for 
a specific behaviour has to be analysed. During this research project, the author looked 
into the complex environment of Middle Eastern organisations working either in 
construction or IT projects. The number of projects for the data collection was limited to 
six, as it was very hard to get access to more organisations in this region. According to 
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the view of the author, the quantitative approach could not work, because the effort to 
perform a sufficient number of interviews for a quantitative survey might have resulted 
in several years of data collection or an insufficient dataset. Besides that, the current 
body of knowledge only provided a few findings with a similar research focus.  
One contribution from this research was that a theoretical model was developed as it 
was described in the research aim. Furthermore, the data collection phase and the 
strategy to gain access should help other researchers to get a realistic idea about the 
current situation for researchers in the Middle East. It became clear that the political and 
religious influences from the Middle East have an effect for the planning of such a 
research project. Another contribution to theory was that the empirical basis of research 
results based on the Hofstede model could be expanded by linking the theoretical 
characteristics with cultural dimensions. Many papers during the literature review 
recommended that there is a need to base the research findings on established cultural 
models and the Hofstede approach was the only one where at least some ideas where 
tested in other global regions. Lastly, the suggestions from this thesis may lead to 
improvements in the PMBoK. The author of this thesis plans to join some PMI 
conferences to discuss the findings with other researchers. This may lead to the 
opportunity to actively work on the improvement of the PMBoK and that some of the 
next editions will present ideas to the PMI project community. 
 
10.4.2. Contributions to project management practice 
Hofstede’s cultural dimensions were used as part of this research to find explanations 
for specific behaviour of project team members and project managers while working on 
projects, combined with the available qualitative results and the observed behaviour 
during the projects, some of the typical behaviour during project work can be explained. 
Hofstede provides cultural profiles for various countries, but the challenge remains how 
practitioners can use profiles to predict the difficulties within a project team. All 
persons being part of a project team have an individual cultural profile that often differs 
strongly from the expected national profile or the area where these persons have been 
socialized. Besides that, there is a high probability that a person who has worked for 
several years in the Middle East is well integrated and starts to adjust his or her own 
value system to the one of the host country. For small teams it is required to assess the 
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quantitative cultural profile and discuss this in light of the model which is based on 
qualitative findings. 
For practitioners it is recommended to assess the individuals’ cultural scores for all 
project team members as one deliverable during the project initiation phase in the 
Middle East. The goal of this activity must be to understand the scores and individual 
profiles of the project team members. The questionnaire used by Hofstede to compute 
the cultural profile is available as a downloadable application on the website of Geert 
Hofstede’s consulting company3. The software calculates the dimensional scores and 
the cultural profile is available. Since the questionnaire is also available for smart 
phones and other portable devices, it is an easy task and good group work to understand 
the cultural differences of all project team members. According to the experience of the 
author, who has used this tool in two international projects, the scores become available 
within a few minutes. This work can be used as a team building task during or after the 
project kick-off, but it is required to have a project manager or facilitator within the 
team who is capable to apply the Hofstede model. The logical next step will be the 
identification of areas of conflict within the team or potential role conflicts with 
assigned project responsibilities and roles. A team member scoring high on power 
distance PDI should not be selected as project or sub-project manager because the high 
PDI score characteristics reduce the project communication with the team. In addition to 
that, a team member showing preference to avoid working with certain ethnic groups 
should not be included in the project team for a responsible role, although such 
attributes may be challenging to assess and implement during the group work. It is 
recommended to not make these types of decisions during the group work activity, as 
this may be an insult to the affected team member.  
For an individual scoring high in uncertainty avoidance UAI, it may be adequate to 
work on tasks related to project documentation, as there is a tendency for this person to 
reduce the degree of uncertainty by documenting results and findings. A person scoring 
low on UAI may be good in a role to support a ‘hands on’ delivery for the project 
instead of spending time on administrative project tasks. The task of a well prepared and 
culturally sensitive project manager has to identify the strengths and cultural abilities of 
each team member, no matter if they are based on cultural attributes or personal 
                                                 
3
 www.geert-hofstede.com or CultureGPS Application downloadable via www.itunes.com 
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characteristics, by considering social tensions such as individual discrimination against 
certain cultural groups. As one example, a change manager’s profile could be pre-
defined with the following preferred characteristics (low PDI, high UAI, low LTO and). 
With this approach and some other simple suggestions, the project manager may create 
a reference profile for project roles before the project starts and can assign cultural 
characteristics to a project role.  
If the project manager works in an environment where the team members come from 
different Middle Eastern or Asian countries, as it is typical for many projects in the 
Middle East, the project manager has to consider the strong effect of the ‘in-group’ 
versus ‘out-group’ effects related to the cultural characteristic of being collectivistic. 
Team building activities and group discussions may help reduce this effect. In any case 
project practitioners have to bear this influence in mind to avoid negative effects for the 
project delivery. 
To become culturally competent and to create awareness for the practical implications, 
it is required to plan proper training for project managers working in the Middle East. 
Without suitable training on national culture and its specific challenges, the project 
execution and team management will become a frustrating task. During the project, 
there is no time to work on this skill; it needs to be there before the project work starts. 
Nevertheless, the above discussion shows that the individuals’ cultural profiles have to 
be analysed beforehand, as cultural dimensions only provide a general orientation in 
settings where many nationalities have to work together in one team. For a more 
detailed analysis the project manager has to understand the individuals’ characters 
through an intense communicating with all the project team members. There is a clear 
need for simple tools to handle cross-cultural team work, but since culture has a 
complex nature they always carry the risk of falsely applying general categories to 
individuals. Since practitioners in the Middle East are often trained according to the 
standard project management theory, it would be helpful if the next versions of the 
PMBoK contain elements considering the influence of the individuals’ cultural profiles 
in a team where different nationalities are working together as described in this chapter.  
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10.5. Limitations and outlook of this thesis 
10.5.1. Limitations of this study 
This research is limited to large organisations in the Middle East. The results were 
drawn from two government owned companies. During the data collection and the 
structured interviews only active project managers were involved, while during the 
informal discussions also other representatives were interviewed. The dataset is based 
on two case studies and the number of interviews is limited, due to the encountered 
difficulties during the data collection phase.  The results are not transferable in to a 
wider population in the Middle East, but a transfer of results as introduced in the 
chapters 8 and the development of a theoretical model (chapter 9) is possible due to the 
external validity generated from the multiple case study design. However the findings 
have to be confirmed by further studies in the field of project management in the Middle 
East, since the limited dataset may be an argument against the theoretical abstraction.  
For the development of the theoretical model in chapter 9 secondary data was used to 
develop a more robust framework. Nevertheless, more research is recommended in this 
area to base the theoretical model on a more project cases. 
Another limitation was the available budget for this research project. Since this thesis 
was self-funded the number of flights and the duration of the data collection period in 
the Middle East were limited to a week per each case. As mentioned during chapter 5, it 
was originally planned to involve a third case, it was not possible to convince another 
company to participate in this research. The effort to liaise with companies in the 
Middle East consumed a good percentage of the available budget. The author of this 
thesis tried to contact more companies to allow interviews with project professionals by 
phone, but that was rejected in all attempts.  
The last limitation was the fact that the company management often interfered with the 
original plans. More interviews were planned and agreed, but the Saudi and the Kuwaiti 
companies didn’t feel comfortable with individual interviews on the company premises. 
In Saudi Arabia, the interviews were interrupted at some point and the company in 
Kuwait denied taking project documentation away for further analysis.  
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These are examples why the Middle East is under researched as mentioned by many 
other authors, but on the other hand, it was really interesting to analyse and understand 
why some elements of the PMI project management theory may not work in this region. 
 
10.5.2. Recommendations for future areas of research  
This thesis has looked into the countries Saudi Arabia and Kuwait from the Middle 
East, and has analysed influences from two case studies on project management. The 
identification of cultural factors and other factors was designed to improve the 
understanding of specific influences on the Arabian Peninsula for project work. As 
mentioned before, it was extremely difficult to get access to Middle Eastern 
organizations for research purposes. Most organizations are government owned and the 
attitude towards the author of this thesis was first very friendly and open but then turned 
into an attitude of closed doors at the organizations. For other researchers who are 
willing to work in this research context, it has to be highlighted that getting access to the 
region and units of analysis requires a lot of patience. Since the societies in the Middle 
East are in a process of tremendous change, it may be that in a few years, organizations 
in the region will be more open for research in this direction. The qualitative findings 
from this research project can offer a guideline for new ideas and linking points where it 
might be valuable to look for other explanations and expand the research on the impact 
of culture on project management in the Middle East.  
As discussed during the literature review section, there are only a few research results 
available in the area of project management research in the Middle East. There is a need 
to perform further investigations in the area where this thesis performed research, but 
besides that, there are many other areas that need to be investigated further. In the future 
there may be more research results available that can provide a larger basis for 
empirical data and research results.  
 
10.6. Ethical issues 
 
It could be experienced that the individuals interviewed in Saudi Arabia often acted 
very nervously during the interview sessions. The author could sense that the instrument 
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of using interviews for data collection is not very common in the Middle East. The 
effort to get access to organizations was very high. Other papers that have performed 
data collections in the Middle East report similar experiences. 
‘As mentioned earlier, obtaining a purely random sample is extremely difficult 
in the Middle East, and our sample could have some undue influences due to a 
small percentage of targeted participants.‘ (Robertson et al., 2002, p.597) 
Total confidentiality of the names and the statements was assured to the interviewees 
many times. In some cases, the management tried to interfere with the interview 
sessions or a manager asked if they could join and listen to the interview session. This 
raises questions about proper ethical behaviour of the researcher and correct interaction 
with the individuals and the use of data collected during the fieldwork. According to 
Miles & Huberman (1994) other ethical issues are of importance for good research. 
These aspects are: 
 
10.6.1. Worthiness of the project 
The questions are: Does the project contribute to the field of research? Is there a 
contribution to the body of knowledge and are there opportunities to produce 
publications from this research? For the topic of project management, there are many 
papers already available that look at teamwork and the cross-cultural aspects. Many 
researchers use the framework of Hofstede as the underlying theoretical model and 
many conclusions have been drawn on how to work with cross cultural teams. 
Nevertheless, specific research for project management in the Arab world is very 
limited and there is room to answer questions if the project management framework can 
be used in Arabic countries or if there is a need to develop methods which support 
projects in the Arab world better than the standard frameworks for project management 
which all have a US or Western European cultural background. Specifically, the cultural 
dimensions and their impact on project management have been assessed in three papers, 
but none of the reviewed papers looked on the dimension of long-term orientation and 
the attitude towards time perception of a national culture. The development of the 
theoretical model in (see chapter 6.2) and the analysis and discussion of the LTO 
influence can be used for future publications, so it provided a clear contribution to the 
current body of knowledge. Furthermore, the interrelation of the IDV and PDI 
dimensions opened a new field that may require more research. Besides that, some of 
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the findings from evaluated papers were confirmed for the Middle Eastern cultural 
context and clear recommendations for project practitioners can be derived from the 
developed theoretical model. 
 
10.6.2. Competence boundaries 
The next area to be discussed is competence boundaries of the researcher and the 
research topic. The key question here is whether the researcher has enough expert 
knowledge in the field he is working in, and the abilities to carry out a study of good 
quality.  
As with this study for cross-cultural project management, limitations are coercive. The 
inclusion of only two countries may hinder the transferability of results of this study. 
Data collection from other countries in the Middle East, such as Oman, UAE and others 
would add to the existing database and should be useful for a more in depth comparison.  
The author of this dissertation has worked as a professional in the field of project 
management for more than 10 years and has lectured on project management topics in 
seminars at university level since 2003. The author also has worked in international 
projects for more than 5 years and has some experience in managing cross-cultural 
teams. As a matter of fact, the difficulties experienced by the researcher while working 
on a project in Kuwait from 2002 to 2005 were one motivation to start this type 
research. Working in the Middle East was extremely difficult by just using standard 
project management approaches and tools, so the impression of the author was that 
many questions are still open on how project work can be done in Middle Eastern 
countries. The strategic goal of this research and of the initial results is to create a 
foundation for new tools and methods to expand the available project management 
framework. 
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10.6.3. Honesty and trust 
Is the researcher an honest and trustworthy person? Is the researcher telling the truth 
and not making wrong promises? During this research project the individuals who were 
involved in this study were informed about the fact that the data will be used for a 
dissertation research project. Confidentiality was granted from the start of the project. 
Information based on answers made by the interviewed person was not revealed to any 
managers. There were no promises made towards the organizations or the individuals 
that could not be fulfilled.  The original data and the transcripts of the interviews just 
carry the first names of the interviewees and their job role. From this data the individual 
cannot be tracked back. The data will be kept for a period of two years, after that the 
original data will be deleted.  
The experience from the fieldwork shows that at the beginning the individuals were 
very sceptical about what was happening and that there was only very formal interaction 
with groups of people. During the first meetings, the problems of the projects were 
described, but no individual said anything about the project or potential causes for 
delay. Once the interview session had started the researcher managed to build up trust 
with the interviewees, joined them for lunch or drove with the persons to project sites 
for site visits. These informal settings contributed a lot towards the trust level between 
the interviewee and the researcher and were collectively an important element to 
conduct this type of research. After a couple of days, there was a good and solid 
relationship and people spoke openly with the researcher about their day-to-day 
problems. The management of the organization tried to interfere with these by trying to 
join meetings or to interrupt interviews. There was even a phase during the data 
collection period where no more interviews were allowed by the management side of 
the Saudi organization and meetings needed to have a minimum number of two people 
involved. Working with questionnaires and analysing direct information from 
employees still seems to be a very unusual instrument in the Middle East. 
So the gained trust on the one hand produced scepticism on the management level as 
they felt they were not involved during some of the individual discussions. As it was the 
goal of the management to learn why projects are delayed, the management 
representatives and the researchers agreed to have a final presentation to talk about the 
results and the main causes for project delays and other occurring problems. This re-
created a good trust level with the management and showed them that the interviews 
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were not revealing and threats for the organization in any way. The experience in Saudi 
Arabia highlighted that it is very unusual to perform interviews in general and to let 
externals inside the organizations for visits and problem solving support.  
 
10.6.4. Confidentiality and anonymity 
These two elements were discussed with the interviewees and the management of the 
organization before the interviews started. It was agreed that the names of the 
organizations were not to be revealed or used in publications, and that no information 
would be revealed which might lead to the identification of the organization or the 
individual. In this dissertation, no artefacts will be used which contain full names of 
organizations or interviewees. Anonymity is granted and there are no identifiers that 
may lead to an individual or an organization that took part in this research. The material 
displayed in this thesis cannot be used to identify individuals or organizations.  
 
10.7. Concluding remarks 
The research community may hope that the current process of change in the Middle 
East will lead to a more liberal attitude towards research projects and to the opportunity 
to bring change and new project management approaches into organizations in that 
region to improve their effectiveness to deal with projects and to develop a culture of 
successful project management. It may even be that international cooperation may 
enrich the Middle Eastern societies through an organizational culture that will influence 
the national culture and values of individuals working in these companies. Furthermore, 
there will be more need for international collaboration due to the fact that many of the 
Middle Eastern countries are too dependent on natural resources. The biggest challenge 
may be to diversify and to invest the money earned by the exploration of oil and gas 
into strategic long-term projects. Most projects are using a standard project management 
methodology e.g. PMBoK or others. These methodologies often do not account for the 
characteristics of the national culture in the specific host country conditions, but assume 
that they may work in every region. The idea of these universalistic approaches if that 
the project teams have to adapt to the project management framework and not vice-
versa. This is an ethnocentric assumption which, as shown in this research, leads to 
project delay or failure. Future research must consider new approaches and they should 
become part of the PMBoK, it is not acceptable to have so many project managers 
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working on an international level ignoring the influence of culture for their project 
success. Today’s project managers should receive training on cultural issues and have to 
gain more cultural competence before entering the Middle East or other global markets. 
Besides that, the author of this thesis hopes that this will motivate other researchers 
from the research community to challenge the introduce theories and models or to 
develop and improve e.g. the PMI process groups so they can be used in the day-to-day 
practice.   
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Appendix A – Interview questionnaire 
 
1. Assessing the project team and the project in size (Understand the project size 
and delay incl. potential reasons for a delay) 
1.1. What was the size of the project team? 
1.2. What were the nationalities participating the team?  
1.3. Describe the individual roles of the team?  
1.4. What was the planned duration of the project?  
1.5. How long was the project end or major milestone delayed?  
1.6. If the project was delayed what were reasons for the delay? 
  
2. Assess the educational background and professional qualifications (Understand 
if a project management methodology was used and the person received training) 
2.1. What was the academic and professional qualification of the project manager? 
2.2. What were the academic and professional qualifications of each team member? 
2.3. What was the agreed methodology for project management used during the project? 
2.4. Which tools are used for the project management process?  
2.5. Who decided the use of the project management tools? Was this explicitly agreed in 
the team? 
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3. Assessing the perception of time (LTO / UAI) 
3.1. How binding are milestones in a project plan for you?  
3.2. If a milestone cannot be reached within the agreed timeframe, so you think it is 
appropriate to force all project team members to work overtime and/or on weekends? 
3.3. Do you think there have to be consequences if a milestone cannot be completed as 
planned during the project?  
3.4. What would be an appropriate penalty for the unit within the project team which is 
responsible for the delay?   
3.5. How can you assure that milestones will be reached in time? 
3.6. What is your attitude towards a requested overtime? 
3.7. How important are quick results for your position as a project manager right at the 
beginning of a project? 
3.8. What is your attitude towards unexpected changes during the project? 
3.9. Do you think it is an important characteristic for a project manager to be persistent? 
3.10. How do you see a milestone based project plan in general?  
3.11. How important are good relations with you project team members for the project’s 
success? 
 
4. Understanding the superior/inferior relation (Assessing PDI/IDV) 
4.1. Describe the relation to your superior during the project?  
4.2. Was your superior accessible during the project for you?  
4.3. Do you see a long absence of your supervisor as a risk for your project?  
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Appendix B – Case study protocol 
 
1. Introduction to the case study and purpose of protocol 
1.1. Case study questions, hypothesis and propositions 
The research questions for this multiple case study analysis are: 
RQ1 - How are the cultural characteristics of the Middle East influencing the 
PMI project management framework?  
RQ2 – What are the root causes for project related problems in the Middle East 
from the perspective of project practitioners?  
The purpose for this research question can be summarizes through the following 
research objectives:  
 O1 - Identify cultural factors that influence the applicability of the PMI project 
management framework in the Middle East 
 O2 - Develop a theoretical model to explain the specific influences from 
Hofstede’s cultural dimensions to the PMI project management framework. 
 O3 - Understand the key challenges for project managers in the Middle East 
through on-site visits and interviews 
 O4 - Analyze which other factors may influence the management of projects in 
the Middle East 
During the analysis the research has to look for planning material as many project 
management diagrams use timing and milestones as key elements. These can be used to 
understand the perception of time regarding project planning instruments. If some 
national cultures use different patterns and models of time, there is a need to find an 
root cause and explanations for the effect of project management. With this research the 
overall aim is to develop project management processes which take account for the 
cultural context of the Middle East.  
1.2. Theoretical framework for the case study 
The approach for this research project is an exploratory qualitative multiple-case study 
approach using Hofstede’s cultural dimensions as a basis. The dimensions PDI, IDV, 
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UAI were identified by other researchers to have an influence on project work. So far 
no or limited influence was described for the MAS dimension. One gap which was 
identified during the review of the related literature is that there is the need to explore 
this influence on the Middle East. Besides that no publications was identified which 
looked at the LTO dimension. So the long-term orientation LTO is a good interesting 
starting-point to start the search for explanations of the different understanding of time 
and its implications for the project management practice.  
The Hofstede dimension LTO describes typical behaviours as follows: Cultures with a 
low LTO expect ‘quick results’ and in cultures with a high LTO ‘persistence’ can be 
expected; a second example for low LTO is that ‘leisure time is important’ whereas for 
high LTO ‘leisure time is not so important’. These factors may have an impact on 
project work by focusing more on short term goals resulting into less attention for the 
project end and the projects strategic goals. 
 
1.3. Role of protocol guiding the case study investigator 
The role of the case study protocol is to provide guidance for the interviewer before 
starting the interviews with the participants. By reading the protocol, the interviewer 
can understand the focus of the data collection and the key elements for the interview. 
Without the case study protocol the interviewer might run into the risk to look at other 
interesting aspects from the project work and leave the main line of inquiry. 
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2. Data collection procedures 
2.1. Names of sites to be visited including contact persons 
2.2. Data collection plan 
The data collection process will be done at or with companies through 
 Individual structured interviews with project managers and project team 
members. 
 Informal discussions during lunch, coffee breaks or car rides to the project sites 
 Semi structured interviews and discussions with decision makers. 
 Documentation review (Project plans, Org-Charts,…) 
 Joining project meetings and other informal discussions 
The documentation review can be done multiple times, as the information is stable and 
covers facts about the whole project lifecycle. The limitation is that the provided 
documentation about the project may be incomplete or selective pieces of information 
are provided to the researcher. The interviews can focus directly on the project 
management practice and also confidential information can be provided by the 
interviewee. Strong findings can be expected from the informal discussions, because in 
the atmosphere of mutual trust the ‘real’ information can be identified. 
 
2.3. Expected preparation prior to site visits 
For the preparation of the site-visits the researcher introduced himself to the company 
and the research project in a structured process:  
Step 1: Send an Email introducing the research project and requesting an 
opportunity to interview individuals at the company on site.  
Step 2: A few days after sending the Email, the interviewer did a follow up call 
to the company, referenced the Email and the project, and requested the 
opportunity to interview persons who have a responsible role in the project team. 
In addition to that the management contact person was asked for permission to 
review and analyze project documentation and to join a few project meetings.  
Step 3a: If the company agrees to participate, the interviewer scheduled a 
meeting on site or telephone interviews.  
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Step 3b: If the company declined to participate another company was contacted 
to participate in the project. 
Step 4: Once a meeting was scheduled the interviewer sent a confirmation email, 
indicating the time and duration for the on-site visit. 
Step 5: Before going to the scheduled meeting the interviewer printed the 
following materials to share with the interviewee:  
 A copy of the interview questionnaire 
 A checklist to request additional information about the project 
 
As direct preparation for the interviews the following steps were performed to prepare 
the interviews: 
Step 6: The interviewer met the responsible project manager, other executives 
and members of the project team and introduces himself.  
Step 7: After the introduction, the interviewer asked the project manager / 
project participants if they have questions about the research project.  
Step 8: The interviewer asked the project participants to share their 
understanding of the projects and performed individual interviews 
Step 9: At the end of the interviews, the interviewer:  
Thanked all participants for their time and highlighted them that results will not 
be used with individual names or company sites which have been the unit of 
analysis. All results will only be anonymously as agreed in the non-disclosure 
agreement.  
Step 10: After traveling, within three days after the interview, the interviewer 
has sent the companies’ representative a thank you Email. 
 
If the company wants to have a final report or a copy of the dissertation an electronic 
copy will be provided upon request. 
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Appendix C – Interview transcripts 
Interview #1 - November 2009 Saudi Arabia [SA-C2-P004-1] 
Interview ID (SA-C2-P004-1) 
Discussion with project engineer M. (Jordanian) with Saudi Manager  
1. The project team and the project 
1.1. What was the size of the project team? 
I: Do you mean all people in the team or just helpers in the team and consultants 
Q: No all people in the project team 
I: 400.000 qm and many consultant engineers 
1.2. What were the nationalities participating the team?  
I: Egypt, Tunisia, Jordan, Algeria 
1.3. Describe your whole in the project team?  
I: Project owner AAA colleges 
1.4. What was the planned duration of the project ?  
I: 3 years 
1.5. How long was the project end or major milestone delayed ?  
I: 6-12 months 
1.6. What are the reasons for the delay? 
I: Discussion in Arabic, I have a Master from Egypt. We have many projects, we 
started about AAA construction projects.  So we don’t have the experience to manage 
the projects. We started a lot of project at the same time. I can’t take from one project 
and use the experience with the other projects. We started all at the same time. So you 
can find all problems at the same time. We have huge delay in some projects. We have 
to finish the projects now. I think we should start with 10 AAA and finish them and 
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then take the experience for the new AAA. Maybe we need more departments or other 
departments?  
Q: Before it’s finished you need to change things? 
I: I think this is the main reason. Some projects are very far away from the 
suppliers and subcontractors. We need to bring the material there. Also the prices in the 
last two years come up really quickly. Almost the costs our projects was 40 Mio. Now 
the new projects come 100 Mio. The price has gone really up. 
Q: Because of the material? 
I: All contractors need to buy the material at the high prices, I think in all the 
world the prices went up. Talking in Arabic…  
2 Assess the educational background and professional qualifications 
2.1.What was the academic and professional qualification of the project manager? 
 I: No special qualification 
Q:  The next questions are about qualifications. Do you have additional 
qualifications? 
I: Not with certificate, but computer qualification. Primavera training. 
2.2.What was the qualification of each team member 
I: All are qualified but no degree, … 
Q: For project management … (interrupted) 
I: Also computer 
2.3.Are you using certain project management methods ? 
I  : I study myself according to PMI. I read some books 
2.4. Which tools for project management do you use? 
I: Yes, primavera is the tool 
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2.5. Who decided the use of the project management tool? Was that agreed with the 
team ? 
I: No, management decided about the software 
 
3. Assessing the perception of time  
3.1.How binding are milestones in a project plan for you?  
 I: We check the milestones monthly and weekly, we have, but [yani] if we have 
delay we make meeting and revise our plans.  
1.2.If a milestone cannot be reached within the agreed timeframe, so you think it is 
appropriate to force all project team members to work overtime and/or on 
weekends? 
 I: We increase the manpower or we use more subcontractors. We can increase 
the work at night.  
3.3. Do you think there have to be consequences if a milestone cannot be completed as 
planned during the project? What would be an appropriate penalty for the unit within 
the project team which is responsible for the delay?   
 I: Yes, there is a penalty, since we keep 10% until everything is finished. It’s big 
number. If project is 100 Mio. We will keep 10 Mio. Until things are finished. 
3.4. How can you assure that milestones will be reached in time? 
 I: Every months we have meeting for all projects, sometimes we have extra 
meetings. So we make meeting every week. But it’s here in Riad, so we can go to the 
site. I go to the site daily to push the contractors. I must finish on time 
3.5. What would be an appropriate penalty? 
I: Don’t know 
3.6.What is your attitude towards a requested overtime? 
I: Yes, it’s OK for me. 
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3.7. How important are quick results for your position as a project manager right at the 
beginning of a project or shortly after the project start? 
 I: Yes it’s important, but in some projects you have big problems with the soil so 
it takes time for excavation. Our soil is granite, so it takes time 
3.8. What is your attitude towards unexpected changes during the project? 
I: Everytime we have changes, because we are technical college, the technology 
changes very fast. So we make something like IP telephone, we have from 3 Years we 
have analog, digital telephone, so we must change our design and the implementation 
because of technology. (getting nervous and aggressive)  
3.9. Do you think it is an important characteristic for a project manager to be persistent? 
 I:  You have another idea ? (joking, you are under pressure or not?) All people 
are pushing and we check all the time. If you are not excellent they kick you out of the 
company. You get personal reports from the manager, so I can’t relax. 
3.10., 3.11. 
 
2. Understanding the individuals’ culture  
4.1. Describe the relation to your superior during the project? 
I: Silence (Looking away acting very nervous) 
4.2. Was your superior accessible during the project for you? 
I: The supervisor is accessible.  
4.3.Do you see a long absence of your supervisor as a risk for your project? 
 I: If he leaves he is telling me, so we have a plan and everything goes fine. For 
me I take decisions, people know me that I will decide.  
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Interview #2 – November 2009 Saudi Arabia [SA-C2-P005-1] 
ID SA-C2-P005-1 
Particpiant: S., project / mechanical engineer, Saudi with Saudi Manager 
1. The project team and the project 
1.1. What was the size of the project team? 
I: Different Size of project team, depends on construction site 
1.2. What were the nationalities participating the team?  
I: Egyptian, Jordan, Syrian 
1.3. Describe your role in the project team? (Project manager, Team member etc.) 
I: Planning Engineer for mechanical enginnering 
1.4. What was the planned duration of the project ?  
I: 2-3 years 
1.5. How long was the project end or major milestone delayed?  
I: 12 months 
1.6. If the project was delayed what were reasons for the delay? 
I: Maybe he (The contractor) has no cash money, this is the main reasons. The 
contractors have no management, he can start somewhere. They have no managers 
 
2. Understanding the educational background and professional qualifications 
2.1. What was the academic and professional qualification of the project manager? 
I: Mechanical Engineer 
2.2. What were the main academic and professional qualifications of each team 
member? 
I: In the team people have computer skills 
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2.3.What was the agreed methodology for project management used during the project ? 
I: I think this belongs to the supervisor of the project, he can manage the 
training.  
2.4. Which tools are used for the project management process?  
I: Do not know 
2.5.Who decided the use of the project management tools? Was this explicitly agreed in 
the team? 
 I: The management 
 
3. Assessing the perception of time  
3.1.How binding are milestones in a project plan for you?  
 I: Didin’t answer 
3.2.If a milestone cannot be reached within the agreed timeframe, so you think it is 
appropriate to force all project team members to work overtime and/or on weekends? 
 I: No answer 
3.3.Do you think there have to be consequences if a milestone cannot be completed as 
planned during the project?  
 I: Silence, no answer 
3.4. What would be an appropriate penalty for the unit within the project team which is 
responsible for the delay?   
 I: No answer 
3.5. How can you assure that milestones will be reached in time? 
 I: No Answer 
Comment LB: I think the participant did not understand the idea of milestones of 
project timing. 
 
317 
 
3.6.What is your attitude towards a requested overtime? 
I: It depends of Bill of Quantity, so this makes some variation orders, the 
contractor takes more time.  
Q: It’s Ok for you to work overtime ? 
I: Yes this is OK 
3.7. How important are quick results for your position as a project manager right at the 
beginning of a project or shortly after the project start? 
 I: We first bring the contractor, and we bring the consultants, so if the contractor 
is capable to finish the work faster it’s is jobs. If he has some cash flow problem then 
this happens, from our side we bring the consultants and engineer, we bring all the 
mechanical all, if he is ready we can start. If he has no money no manpower we get 
delayed. First when the projects starts and we give him the instruction for airconditiong 
etc. we ask him to follow the instruction 
3.8.What is your attitude towards unexpected changes during the project? 
I: The changes come from the folks from BOQ, some changes from our point of 
view, maybe we like to change this, we can change this.  
3.9. Do you think it is an important characteristic for a project manager to be persistent? 
I: No answer 
3.10.How do you see a milestone based project plan in general?  
I: Silence 
3.11.How important are good relations with you project team members for the project’s 
success? 
 I: Good relations are important 
 
 
  
 
318 
 
4. Understanding the individuals’ culture  
4.1. Describe the relation to your superior during the project? 
I: He has open room. Even mobile phone number  
4.2.Was your superior accessible during the project for you? 
I: Yes, no problem 
4.3. Do you see a long absence of your supervisor as a risk for your project? 
 I: No problem, there is a deputy 
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Interview #3 – November 2009 Saudi Arabia [SA-C2-P006-1] 
Particpiant: project engineer S. project coordinator, Egyptian with Saudi manager 
ID SA-C2-P006-1 
1. The project team and the project 
1.1. What was the size of the project team? 
I: About 4 men, we have 5 site engineers, we make PMO for management, 
planning, drawings, and we need PMO there. So all Management issues come from our 
PMO, then we go to site and they connect with me and I send the schedule for approval 
to the management. If you need our PMO engineer members there is 3 strcutural 
enginners, 5 achitecture, 10 craftsmen, 2 planning, 1 construction. 
1.2. What were the nationalities participating the team?  
I: Egyptian, Indian, Pilipino 
1.3. Describe your role in the project team? (Project manager, Team member etc.) 
I: projects coordinator 
1.4. What was the planned duration of the project ?  
I: 3 years  
1.5. How long was the project end or major milestone delayed?  
I: Typical delay (laughing), delay cause by us, all delay it’s a special case here. 
Maybe 1 year. (Manager comes in saying this company is a good contractor, he has 
good resources, it’s not his fault for delay, we call him and he will help, he works on 
time, so if we find any problems we make meeting and fix the problems.) 
1.6.If the project was delayed what were reasons for the delay? 
I: Resources, Cash problems with the contractors, no proper management at the 
contractor, no coordinator at the contractor, sometime tender specification, sometime 
the organization has to save time. Afterwards nobody checks tender documents. So we 
find a lot of reasons. Now we start something like to focus on problems. For AAA 
colleges there is to much problems, because it’s new design and new buildings. Also in 
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girls colleges we don’t have traditional building. For BBB it’s simple. We have a lot of 
problems. For AAA the teacher has to stay out and we have manage this. We have to 
much changes with the AAA AAA. At the first stage there will be more and more 
changes. We have 58 AAA AAA and it’s headache 
 
2. Understanding the educational background and professional qualifications 
2.1. What was the academic and professional qualification of the project manager? 
I: Civil Engineer (Egyptian) 
Q:Do you have other professional certifications 
I: PMP certified 
2.2. What were the main academic and professional qualifications of each team 
member? 
I:  All engineers, civil engineer, architect engineers and our CEO Master in 
architecture. No project certfication 
2.3.What was the agreed methodology for project management used during the project ? 
I: PMI  
2.4.Which tools are used for the project management process?  
I: Primavera for project management 
2.5.Who decided the use of the project management tools? Was this explicitly agreed in 
the team? 
 I: Don’t know. 
 
3.  Assessing the perception of time  
3.1.How binding are milestones in a project plan for you?  
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 I: General layout and changes takes time, so approvals take time, all this is 
project in a new area.  
3.2. If a milestone cannot be reached within the agreed timeframe, so you think it is 
appropriate to force all project team members to work overtime and/or on weekends? 
 I: Try to get more time for the project from the owner 
3.3.  Do you think there have to be consequences if a milestone cannot be completed as 
planned during the project?  
 I: No answer 
3.4. What would be an appropriate penalty for the unit within the project team which is 
responsible for the delay?   
 I: In Jeddah project we find problem in land, so sometimes this stops our project.  
3.5. How can you assure that milestones will be reached in time? 
 I: The soil is different so we have redesign the project, make a schedule and get 
approval. 
3.6.What is your attitude towards a requested overtime? 
I: I work a lot overtime I’m not married.  
3.7.How important are quick results for your position as a project manager right at the 
beginning of a project or shortly after the project start? 
 I: Very important for us, the costs of material and labour, it’s important for us to 
finish the project ASAP and use resource for other projects 
3.8. What is your attitude towards unexpected changes during the project? 
I: If you get a cost or time claim we don’t have problems with the change. The 
problem is the 10% so this make problems and then changes come changes come and 
this is an issue to get the 10% We have to make this flexible 
3.9.Do you think it is an important characteristic for a project manager to be persistent? 
I: If the project is delayed we won’t get salary  
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3.10.How do you see a milestone based project plan in general?  
I: Really here, not important. I will start if I have all resource, we have many 
problems, this is Riad, we make planning but we don’t follow it this is just for 
the papers 
3.11. How important are good relations with you project team members for the project’s 
success? 
 I: This is very important. The relation between contractors and consultants are 
very important. 
 
4. Understanding the individuals’ culture  
4.1.Describe the relation to your superior during the project? 
I: My supervisor is in our company. I have to coordinate with all engineers at 
AAA.  The problem is you cannot find the manager. He does not see the issue, 
but maybe he sees it another way. If we lose a document we have to make a 
complaint and cannot ask directly. He will send a complaint first and a claim 
second. We won’t finish because of this. 
4.2. Was your superior accessible during the project for you? 
I: No as said not at all 
4.3. Do you see a long absence of your supervisor as a risk for your project? 
 I: I do things on my own and avoid informing my manager 
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Interview #4 – November 2009 Saudi Arabia [SA-C2-P005-2] 
Particpiant: project engineer S. Saudi, with Saudi manager 
ID SA-C2-P005-2 
1. The project team and the project 
1.1. What was the size of the project team? 
I: 3 additional people on site 
1.2. What were the nationalities participating the team?  
I: Egyptian, Jordan 
1.3. Describe your role in the project team? (Project manager, Team member etc.) 
I: Active and passive cabling planning 
1.4. What was the planned duration of the project ?  
I: 2-3 years 
1.5. How long was the project end or major milestone delayed?  
I: 12 months 
1.6.If the project was delayed what were reasons for the delay? 
I: The main thing is the contractor; the contractor does not pay the subcontractor. 
But mainly it’s the contractor. Sometimes they do changes this is the reason for delay. 
The aim is to verify the subcontractor. For me things take two weeks, but the contractor 
take long. You know the technology changes, so they need to make the infrastructure 
for the latest technology. Then I have to change again. It’s easy for the management to 
take the decision, but it’s hard to implement. 
 
2. Second set of questions (Understanding the educational background and 
professional qualifications) 
2.1.What was the academic and professional qualification of the project manager? 
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I: Saudi Diploma 
Q: Do you have other professional certifications 
I: Training Cisco 
2.2. What were the main academic and professional qualifications of each team 
member? 
I:  2 persons for IT 
2.3. What was the agreed methodology for project management used during the project 
? 
I: No methodology 
2.4. Which tools are used for the project management process?  
I: No answer 
2.5. Who decided the use of the project management tools? Was this explicitly agreed in 
the team? 
 I: No answer 
  
3 assessing the perception of time  
3.1. How binding are milestones in a project plan for you?  
 I: (Provides general answers no reference to question) 
3.2. If a milestone cannot be reached within the agreed timeframe, so you think it is 
appropriate to force all project team members to work overtime and/or on weekends? 
 I: No answer 
3.3. Do you think there have to be consequences if a milestone cannot be completed as 
planned during the project?  
 I: No answer 
 
325 
 
3.4. What would be an appropriate penalty for the unit within the project team which is 
responsible for the delay?   
 I: No answer 
3.5. How can you assure that milestones will be reached in time? 
 I: No answer 
3.6. What is your attitude towards a requested overtime? 
I: No answer  
3.7. How important are quick results for your position as a project manager right at the 
beginning of a project or shortly after the project start? 
 I: No answer 
Comment LB: Stopped these questions here, no value add 
 
4.  Understanding the individuals’ culture  
(Questions to understand the Hofstede value PDI - Power Distance Index) 
4.1. Describe the relation to your superior during the project? 
I: I work here, for technical support. (Gives general organization overview) 
4.2. Was your superior accessible during the project for you? 
I: Yes, he is always reachable by phone 
4.3. Do you see a long absence of your supervisor as a risk for your project? 
 I: No 
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Interview #5 – November 2009 Saudi Arabia [SA-C2-P004-3] 
ID SA-C2-P004-3 
Particpiant: Architect M., Egyptian with Saudi manager 
1. First set of questions (The project team and the project) 
1.1.What was the size of the project team? 
I: Depends on the project 
1.2.What were the nationalities participating the team?  
I: Different, Egyptian, Jordan, Algeria  
1.3.Describe your role in the project team? (Project manager, Team member etc.) 
I: Project coordinator contractor  
1.4.What was the planned duration of the project ?  
I: 2-3 years 
1.5.How long was the project end or major milestone delayed?  
I: 12 months 
1.6. If the project was delayed what were reasons for the delay? 
I: Distance to the sites and paperwork and rules for approval. Colleague answers 
that the sites are more than 1000km away from the site. Time for the documentation to 
send it from A-b 
 
2. Understanding the educational background and professional qualifications 
2.1. What was the academic and professional qualification of the project manager? 
I : Architect from Alexandria university 
Q: Do you have other professional certifications 
I: Autocad 
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2.2. What were the main academic and professional qualifications of each team 
member? 
I: Don’t know, some engineers, architects 
2.3. What was the agreed methodology for project management used during the project 
? 
I: None 
2.4. Which tools are used for the project management process?  
I: Primavery 
2.5. Who decided the use of the project management tools ? Was this explicitly agreed 
in the team? 
 I: Don’t know 
 
3 Assessing the perception of time  
3.1. How binding are milestones in a project plan for you?  
 I: Milestones are not important 
3.2. If a milestone cannot be reached within the agreed timeframe, so you think it is 
appropriate to force all project team members to work overtime and/or on weekends? 
 I: All projects are delayed, so you should coordinate more at the projects 
3.3. Do you think there have to be consequences if a milestone cannot be completed as 
planned during the project?  
 I: No answer 
3.4. What would be an appropriate penalty for the unit within the project team which is 
responsible for the delay?   
 I: No, since a lot of problems are communication problems 
3.5. How can you assure that milestones will be reached in time? 
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 I: No answer 
3.6. What is your attitude towards a requested overtime? 
I: Sometimes you have to work overtime. (The manager came into the room) 
The project is like a baby you have to finish it. Salery is decreased if projects 
have problems (Manager leaves) 
3.7. How important are quick results for your position as a project manager right at the 
beginning of a project or shortly after the project start? 
 I: Quick results are very important.  
3.8. What is your attitude towards unexpected changes during the project? 
I: They cause a lot of problems, many changes come and the decisions take long 
so they cause a big delay. 
3.9. Do you think it is an important characteristic for a project manager to be persistent? 
I: Project manager has to push the project to be successful. 
3.10. How do you see a milestone based project plan in general?  
I: No answer 
3.11. How important are good relations with you project team members for the project’s 
success? 
 I: A good relation in the team is very important. 
 
4. Understanding the individuals’ culture  
4.1. Describe the relation to your superior during the project? 
I: First no answer, (waiting) but it’s a good relation.  
4.2. Was your superior accessible during the project for you? 
I: Yes, very accessible (very nervous) 
4.3. Do you see a long absence of your supervisor as a risk for your project? 
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 I: No problem, there is a deputy. Mr AAA is the person to talk to. 
 
Interview # 6/ # 7 – November 2009 Saudi Arabia [SA-C2-P006-2] 
ID SA-C2-P006-2 
Participant: M.R.  (Egyptian) contractor, M.K. engineer (Egypt) working together on 
one project and have been interviewed together 
[Since during this interview no recording was allowed only the relevant questions have 
been transcribed by notes, due to short time only some key questions have been asked] 
…. 
Q: When are you working on the planning activities? 
MR: Before we start with construction we do the planning. 
Q: How important are quick results in your project? 
MR: Yes, they are very important; I have to be fast in the beginning. 
MK: Quick results are important, the management expects good results, and otherwise 
they can lay us off. 
Q: If you make a mistake what happens? 
MK: In our contracts we have items after 50 days we have to tell the contractor about 
any problems in the construction. After that it is accepted 
Q: If you have a claim, is it easy to enforce this? 
MR: With the documentation it is easy 
MK: We have already many claims in place 
Q: We heard that’s not so easy for contractor because prices go up and down. 
MR: Last years this was a big problems, we had many variation orders.  
MK: In this project the prices were very high, like a complete college in Jeddah in 
Magda  
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Q: If you make the contract with the contractor does he get paid in advance? 
MR: Yes part of the payment is in advance 
MK: Every month, they give us invoices. We make in between approval. Some 
contractor delay here and they get no money. This law is new since 1 year we give the 
contractor 20% in advance. After that we have invoices. After that.. 
Q: If you give 20% in advance does he give you insurance. 
MK: The contractors give back insurance. 
MK: IT’s a new law because a lot of contractors go down [file for bankruptcy] 
MR: They get 20% from the whole projects 
MK: I need quality in my project 
MR: Very lame to give the labor the visa, so the price is also expensive for the visa. We 
take them from Pakistan, India etc. The specialized work will be done by the approved 
sub-contractors. 
MK: Some specialized Items by special contractor 
MR: Whatever it takes to get approval, we go back to the owner.  
Q: Are there any requirements from the contractors, how much work has to be done by 
the contractors is there any percentage 
MK: No restriction the contractor is free 
Q: You have good contractors? 
MK: Yes we have good contractors; the contractor can call me anytime. In other 
projects we have problems, because the kingdom is very big. Sometimes we have 
1700km distance to go there. These projects have big problems.  
Q: What’s your opinion about changes? 
MK: Changes are one cause for delay in the projects. Even if the contractor is good 
there will be problems: 
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MR: The money and the changes are our biggest problems. 
Q: Why are the contractors here and not at the location 
MK: t’s easy here we can solve our problems on site here. We have also other projects 
the contractor is not the same, so we have some problems. 
Q: From your point of view you should be on site every day 
MK: Now we are putting some extra communication to the project. We go every month 
to every project, but I think it’s not enough. Also here in Riyadh he can get any 
material, but in the far away countries it’s very difficult. 
MK: We have contact with the far away sites, but we have some engineers for every 
region. We have one engineer who has to supervise this area.  
(Arabic talking) 
Q: What happens after the building is finished with maintenance 
MK: According to our contract we have 1 year guarantee for all the work and we have 
10 year guarantee for the civil work.  
MR: During the guarantee we help without any charge. 
MK: after that if he wants to help us we need to make an additional contract. 
Q: What happens if you face delay in your project?  
MR: We can reschedule is necessary, sometimes we bring in other contractors to the site 
MK: If we find any problems we can catch the contractors. If we find big problem we 
can take the money from him (10%). The milestones are flexible in the project. 
Q: Let us talk about the relation to your manager. Do you have a good relation with 
your manager in general? 
MR: I sometimes write him a note, but he will not answer this… The mail boy brings in 
the note and I never get responses from him. 
MK: If I see him I avoid talking to him, it’s difficult and I don’t see him often. 
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Interview #8 – March 2010 Kuwait [KW-C1-P001] 
Participant: project manager S. Kuwaiti with Kuwait manager 
Interview ID (KW-C1-P001) 
1. First set of questions (The project team and the project) 
1.1. What was the size of the project team? 
I: I have a project about virtualization and I am the project leader and I have about 6 
people as a task force team for the project 
1.2. What were the nationalities participating the team?  
I: All of them Kuwaiti 
1.3. Describe your role in the project team? (Project manager, Team member etc.) 
I: Definitely, the team member were selected from different asset teams AAA, as you 
know AAA is divided into asset teams north, south east and west Kuwait and those 
people are participating in the project. They participate in the scope statement and 
details work description. What’s going to be achieved from the project? Let’s call it the 
planning phase were we develop the project Charta and statement of needs 
1.4. What was the planned duration of the project?  
I: The project actually. If we calculate the tender cycle it’s about 6-9 months 
1.5. How long was the project end or major milestone delayed?  
I: Actually it’s delayed. It’s delayed for about 6 months 
1.6. If the project was delayed what were reasons for the delay? 
I: One of the reasons is that we have another project where we have similar scope, that’s 
why we established the communication project manager to talk about deliverables and 
find a solution 
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2. Understanding the educational background and professional qualifications 
2.1. What was the academic and professional qualification of the project manager? 
I: I have Bachelor of computer engineering, that’s it and I have my technical 
background 
Q: Do you have other professional certifications 
I: No 
2.2. What were the main academic and professional qualifications of each team 
member? 
I: They are mostly geologist, petroleum engineers, geophysics 
2.3.What was the agreed methodology for project management used during the project? 
I: We apply some of the PMP, but not the full PMP cycle, e.g. Charta terms of 
reference, project plan. We also use the project server. We don’t use everything in detail 
2.4. Which tools are used for the project management process?  
I: Mostly MS Project,  
2.5. Who decided the use of the project management tools? Was this explicitly agreed in 
the team? 
I: Actually it’s kind of standard 
 
3. Set of questions three / assessing the perception of time  
3.1. How binding are milestones in a project plan for you?  
 I: They are flexible, but usually we try to meet them, but if there is a change you 
can rearrange the milestone and meet your date. 
3.2. If a milestone cannot be reached within the agreed timeframe, so you think it is 
appropriate to force all project team members to work overtime and/or on weekends? 
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 I: It’s appropriate, but sometimes things are not in our control, it’s not in the 
team, but we have to wait for others. But if it’s the matter of overtime, if a team member 
likes to work overtime it’s OK. 
3.3. Do you think there have to be consequences if a milestone cannot be completed as 
planned during the project?  
 I: No, no penalties. 
3.4. What would be an appropriate penalty for the unit within the project team which is 
responsible for the delay?   
 I: From my modest usually nothing goes according to plan, so no penalties 
should be applied, but we try to go as close as we can.  
3.5. How can you assure that milestones will be reached in time? 
 I: Honestly there is no assurance, but the best thing is the close follow up with 
the project team. 
3.6. What is your attitude towards a requested overtime? 
I: I think it’s fine if the team member have other things to do.  
3.7. How important are quick results for your position as a project manager right at the 
beginning of a project or shortly after the project start? 
 I: Usually results don’t come during the project. I like to take my time during the 
planning, usually in the beginning I don’t expect results. A detailed scope is Ok at the 
beginning. They should develop a plan. 
3.8.What is your attitude towards unexpected changes during the project? 
I: Well unexpected changes are always expected, so I think you should accept 
this and use it in the plan. 
3.9. Do you think it is an important characteristic for a project manager to be persistent? 
 I: The Yeah, definitely, otherwise things don’t work 
3.10.How do you see a milestone based project plan in general?  
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I: I think it’s good because it gives a close follow up for the progression  
3.11. How important are good relations with you project team members for the project’s 
success? 
 I: Of course it’s most important just to get the best out of them and to keep their 
motivation. 
 
4. Understanding the individuals’ culture  
4.1. Describe the relation to your superior during the project? 
- I have a good relationship with my team leader. She can as advisor help me 
sometimes I need her decision making. Just trying to keep the  
4.2. Was your superior accessible during the project for you? 
-.Yes definitely all the time 
4.3. Do you see a long absence of your supervisor as a risk for your project? 
 - Definitely, sometimes you reach a point where you need someone with a 
higher level of authority. 
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Interview #9 – March 2010 Kuwait [KW-C1-P002] 
Participant: project manager M., Kuwaiti with Kuwait manager 
Interview ID (KW-C1-P002) 
1. The project team and the project 
1.1. What was the size of the project team? 
I: The size is maybe about ten people, and as I told you before in this project many 
people are working on including contractors 
1.2. What were the nationalities participating the team?  
I: Most of them Kuwaiti, some contractors have Canadian 
1.3. Describe your role in the project team? (Project manager, Team member etc.) 
I: I am the project manager and decide where the milestones shall be and of course I 
have to check with my supervisor about the project. I have the role to synchronize 
everything with the whole team and I guess that’s it 
1.4. What was the planned duration of the project?  
I: The project is planned about 8 months 
1.5. How long was the project end or major milestone delayed?  
I: We are a bit behind schedule. We are less than a month delayed 
1.6.If the project was delayed what were reasons for the delay? 
I: Because there are too many members in the team. So to keep them all synchronized 
… into one project is too difficult, because the teams have their own projects and their 
schedule, so synchronization is the key 
 
2. Understanding the educational background and professional qualifications 
2.1. What was the academic and professional qualification of the project manager? 
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I: I graduated from Kuwaiti university and I am a computer scientist. Also I have a 
Cisco certificate 
Q: Do you have other professional certifications 
I: Cisco 
2.2. What were the main academic and professional qualifications of each team 
member? 
I: All of them have an IT background, some of them are planning to get PMP, and some 
have Masters 
2.3. What was the agreed methodology for project management used during the project? 
I: We follow a standard. The company does have a standard for project management, so 
we use Microsoft project and make sure that we meet the deadlines 
2.4. Which tools are used for the project management process?  
I: We are using MS project,  
2.5. Who decided the use of the project management tools? Was this explicitly agreed in 
the team? 
I: The Company decided this  
 
3 assessing the perception of time  
3.1. How binding are milestones in a project plan for you?  
 I: I guess most of the time they have to stay as they are and this is how you 
check if you are delayed or not.. 
3.2. If a milestone cannot be reached within the agreed timeframe, so you think it is 
appropriate to force all project team members to work overtime and/or on weekends? 
 I: It depends on the project. If we have to finish in time I guess we have to 
follow that direction but if it is delayed in general I don’t’ know.. 
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3.3. Do you think there have to be consequences if a milestone cannot be completed as 
planned during the project?  
 I: No, I don’t’ think there should be consequences 
3.4. What would be an appropriate penalty for the unit within the project team which is 
responsible for the delay?   
 I: The penalty I guess it is fine, we do not follow penalty.  
3.5. How can you assure that milestones will be reached in time? 
 I: Through documentation and …. 
3.6. What is your attitude towards a requested overtime? 
I: For me currently overtime is OK.  
3.7. How important are quick results for your position as a project manager right at the 
beginning of a project or shortly after the project start? 
 I: That depends on the project so we have to wait to results. 
3.8. What is your attitude towards unexpected changes during the project? 
I: Well we have to accept changes if we like them or not. 
3.9. Do you think it is an important characteristic for a project manager to be persistent? 
 I: I don’t think this is important, sometimes you have to flexible 
3.10. How do you see a milestone based project plan in general?  
I: Well it is important; we will calculate and can see where we stand  
3.11. How important are good relations with you project team members for the project’s 
success? 
 I: Always very important. 
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4  Understanding the individuals’ culture  
4.1. Describe the relation to your superior during the project? 
- He is always the decision maker I am always his backend. She is very helpful 
to me, so they are flexible and it’s a good relation  
4.2. Was your superior accessible during the project for you? 
-.Yes all the time 
4.3. Do you see a long absence of your supervisor as a risk for your project? 
 - I think it’s no problem, because for every employee who can take over if the 
person is absent 
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Interview #10 – March 2010 Kuwait [KW-C1-P003] 
Participant: project manager A., Pakistani with Kuwaiti manager 
Interview ID (KW-C1-P003) 
1. The project team and the project 
1.1. What was the size of the project team? 
I: The size was about 20 people on the project including software specialists and 
developers 
1.2. What were the nationalities participating the team?  
I: German, Kuwaiti, Lebanon, Jordan, Great Britain, W. was Canadian  
1.3. Describe your role in the project team? (Project manager, Team member etc.) 
I: I am the project manager 
1.4. What was the planned duration of the project?  
I: The project was planned for 6 months, but we couldn’t complete the project in time. It 
took us 9 months longer than expected 1.5. How long was the project end or major 
milestone delayed?  
1.6.If the project was delayed what were reasons for the delay? 
I: There are too many different cultures and external companies involved in this project. 
I think that this is difficult for the project success. Especially working with the Kuwaitis 
is difficult. My manager can cancel my contract any time, but the Kuwaitis cannot be 
laid off. I disagree with this way of working, but I cannot do much, but accept the work 
I have. 
 
2. Understanding the educational background and professional qualifications 
2.1. What was the academic and professional qualification of the project manager? 
I: I graduated in Pakistan I am a computer specialist. Also I have a Cisco certificate 
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Q: Do you have other professional certifications 
I: No  
2.2. What were the main academic and professional qualifications of each team 
member? 
I: Most of the have an IT background, some are PMP qualified and some have 
Microsoft Training 
2.3. What was the agreed methodology for project management used during the project? 
I: We use MSF framework 
2.4. Which tools are used for the project management process?  
I: MS project  
2.5. Who decided the use of the project management tools? Was this explicitly agreed in 
the team? 
I: This was decided by the management 
 
3 assessing the perception of time  
3.1. How binding are milestones in a project plan for you?  
N/A 
3.2. If a milestone cannot be reached within the agreed timeframe, so you think it is 
appropriate to force all project team members to work overtime and/or on weekends? 
N/A  
3.3. Do you think there have to be consequences if a milestone cannot be completed as 
planned during the project?  
 I: N/A 
3.4. What would be an appropriate penalty for the unit within the project team which is 
responsible for the delay?   
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 I: N/A 
3.5. How can you assure that milestones will be reached in time? 
 I: N/A 
3.6. What is your attitude towards a requested overtime? 
I: N/A 
3.7. How important are quick results for your position as a project manager right at the 
beginning of a project or shortly after the project start? 
 I: N/A 
3.8. What is your attitude towards unexpected changes during the project? 
I: Change requests should not be accepted during the project delivery. If I were 
the responsible manager, I would ask my team to work on the agreed scope first. 
Once the project is finished, they can start working on changes, but I see this as 
a phase 2 outside the project, like a new project 
3.9. Do you think it is an important characteristic for a project manager to be persistent? 
 I: N/A 
3.10. How do you see a milestone based project plan in general?  
I: N/A 
3.11. How important are good relations with you project team members for the project’s 
success? 
 I: The relation to the team is important. 
 
4  Understanding the individuals’ culture  
4.1. Describe the relation to your superior during the project? 
I prefer to work on my own during the project, typically I only mail the status 
report to my manager and usually he is happy with this 
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4.2. Was your superior accessible during the project for you? 
- Didn’t want to answer that questions or further questions during the interview 
4.3. Do you see a long absence of your supervisor as a risk for your project? 
 N/A 
 
Interview #11 Germany – January 2009 [ID PT-C0-P1] 
ID PT-C0-P1 
Participiant: Michael, Project Manager worked in Kuwait in a software project from 
2003-2005 – German nationality 
1. The project team and the project 
1.1. What was the size of the project team? 
I: Only from our company or the whole team ? 
Q: No all people in the project team 
I: 10 people 
1.2.What were the nationalities participating the team?  
I: German, Kuwaiti, Lebanon, Jordan, Great Britain, Wafa was Canadian 
1.3. Describe your whole in the project team? (Project manager, Team member etc.) 
I: Project Manager Requirement Analysis and Infrastructure 
1.4. What was the planned duration of the project?  
I: I think 6 Months 
1.5. How long was the project end or major milestone delayed?  
I: Hmm, when was it finished? It was planned for 6 months and I think we finished 9 
months later 
1.6. If the project was delayed what were reasons for the delay? 
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I: Bad communication, wrong setup at project initiation, and a very in transparent 
motivation culture 
 
2. Understanding the educational background and professional qualifications 
2.1. What was the academic and professional qualification of the project manager? 
I: engineer with German diploma 
Q: Do you have other professional certifications 
I: No 
2.2. What were the main academic and professional qualifications of each team 
member? 
I: I would say no, I assume some engineers were on the team 
2.3. What was the agreed methodology for project management used during the project 
? 
I: No 
2.4. Which tools are used for the project management process?  
I: MS Project,  
2.5. Who decided the use of the project management tools? Was this explicitly agreed in 
the team? 
I: The team decided 
 
3.  Assessing the perception of time  
3.1. How binding are milestones in a project plan for you?  
 I: Sehr verbindlich, absolutely binding 
3.2. If a milestone cannot be reached within the agreed timeframe, so you think it is 
appropriate to force all project team members to work overtime and/or on weekends? 
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 I: It depends how important the milestone is for the project. If the delay can be 
compensated yes, otherwise no. 
3.3. Do you think there have to be consequences if a milestone cannot be completed as 
planned during the project?  
 I think there should only be consequences with huge delay occurring. 
3.4. What would be an appropriate penalty for the unit within the project team which is 
responsible for the delay?   
 I: Punishment is a strange work. The situation should be analysed, but a 
punishment just in exceptional cases.  
3.5. How can you assure that milestones will be reached in time? 
 I: By continuous reporting 
3.6. What is your attitude towards a requested overtime? 
I: Accptable if required, should be regulated 
3.7. How important are quick results for your position as a project manager right at the 
beginning of a project or shortly after the project start? 
 I: It depends on the project model. If I have an agile project then it’s essential, it 
depends. 
3.8. What is your attitude towards unexpected changes during the project? 
I: Will always be there. They have to be thought ahead of time 
3.9. Do you think it is an important characteristic for a project manager to be persistent? 
 I: The project manager should be with the project continiously 
3.10 How do you see a milestone based project plan in general?  
I: It helps the project, it’s motivating if milestones are reached, it helps the 
controlling proecess  
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3.11.How important are good relations with you project team members for the project’s 
success? 
 I: They are very important, you need to have trust, they should not avoid 
punishment. 
 
 
4. Understanding the individuals’ culture  
4.4.1. Describe the relation to your superior during the project? 
N/A since they worked as external contractors on site in Kuwait 
4.4.2. Was your superior accessible during the project for you? 
N/A 
4.4.3. Do you see a long absence of your supervisor as a risk for your project? 
 N/A 
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Interview #12 Germany – January 2009 [PT-C0-P2] 
ID PT-C0-P2 
Particpiant: John, Project Manager worked in Kuwait in a software project from 2003-
2005 
1. The project team and the project 
1.1. What was the size of the project team? 
I: 30 people 
1.2. What were the nationalities participating the team?  
I: Kuwaiti, Pakistani, Indian, German, Canadian, British 
1.3. Describe your whole in the project team? (Project manager, Team member etc.) 
I: Technical project manager, Coach to the project manager, project manager of the 
customer 
1.4. What was the planned duration of the project ?  
I: I don’t know 
1.5.  How long was the project end or major milestone delayed ?  
I: During the time I was in Kuwait about 6 months 
1.6. If the project was delayed what were reasons for the delay? 
I: Unclear tasks, the customer avoided to make decisions 
 
2. Understanding the educational background and professional qualifications 
2.1. What was the academic and professional qualification of the project manager? 
I: Diplom Informatiker 
Q: Do you have other professional certifications 
I: No 
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2.2.  What were the main academic and professional qualifications of each team 
member? 
I: Some for computer science 
2.3.  What was the agreed methodology for project management used during the project 
? 
I: Yes/no there was something but parts of MSF were used 
2.4. Which tools are used for the project management process?  
I:  Email, Self developed solution 
2.5. Who decided the use of the project management tools ? Was this explicitly agreed 
in the team? 
 I: Myself sometimes before the project 
 
3 Assessing the perception of time  
3.1. How binding are milestones in a project plan for you?  
 I: very important 
3.2. If a milestone cannot be reached within the agreed timeframe, so you think it is 
appropriate to force all project team members to work overtime and/or on weekends? 
 I: Yes, definetly 
3.3. Do you think there have to be consequences if a milestone cannot be completed as 
planned during the project?  
 I: Yes, definetly there have to be consequences 
3.4. What would be an appropriate penalty for the unit within the project team which is 
responsible for the delay?   
 I: Yes 
3.5. How can you assure that milestones will be reached in time? 
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 I: Follow up is essential, assign responsibilities 
3.6. What is your attitude towards a requested overtime? 
I: Will be done if necessary, but in general they should be avoided 
3.7. How important are quick results for your position as a project manager right at the 
beginning of a project or shortly after the project start? 
I: Asolutly essential 
3.8. What is your attitude towards unexpected changes during the project? 
I: There are no unexpected changes. There will always be changes, maybe the 
are unexpected, you should check if you can implement them for the project goals. 
3.9. Do you think it is an important characteristic for a project manager to be persistent? 
 I: Yes 
3.10. How do you see a milestone based project plan in general?  
I: Very important 
3.11. How important are good relations with you project team members for the project’s 
success? 
 I: They are important and have a direct relation with the project goals. 
 
4 Understanding the individuals’ culture  
4.1. Describe the relation to your superior during the project? 
N/A as he worked as an external contractor with no direct superior 
4.2. Was your superior accessible during the project for you? 
N/A 
4.3. Do you see a long absence of your supervisor as a risk for your project? 
 N/A 
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Appendix D  -Sample field notes 
Car ride with X  director M. - Saudi Arabia [SA C2-P004-P006] 
7
th
 November, 2009 car ride with to a construction site in Riyadh with M. – 
Managing Director with responsibility for studies and design department  
LB: Asked about his qualification 
M: I am working on my PhD in the UK in construction management which is a project 
about wind influence on high rise buildings 
LB: Talked with him about the resource situation on the construction sites 
M: The resource situation is critical as there are visa difficulties with external labor.  
LB: Asked him about the nationalities of the people working on the sites  
M: The work is mainly done by Egyptians, Jordanians who are well qualified, good 
workers with low labor qualification and low costs. Sometimes they are not good 
qualified and we send them home. 
LB: Asked him if they hire the resources directly or via contractor 
M: The problems are often caused by the contractors, as they do not control their staff 
on site and they lack project management skills.  
LB: Asked him about the project management knowledge of the contractors 
M: Even if it’s clear that the contractor does not have to the knowledge they do not 
admit that. Very often I have to escalate things as the contractor does not do the work 
LB: Asked him about the relation to his employees 
M: My doors are always open, but my employees never show up to highlight project 
problems. I am often in my office, but often out for meetings 
LB: Asked him about the project managers of the contractors and how they collaborate 
M: I often have the impression that the project manager does not talk to us to raise 
problems and concerns to the management 
LB: Asked him about changes during the project  
M: Changes should not occur during a project as they just cause trouble and delay’ 
LB: Ended with small talk 
M: Mentions to be very unsatisfied with the work and was planning to find a new job 
when finished his PhD 
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Informal discussion with PMO employee S. (Egyptian) [SA-C2-P004-P006] 
8
th
 November 2009 – on the construction site in Riyadh ID  
 
LB: The PMO employee showed a project plan where I noticed that no milestones have 
been used. I asked him about the importance of milestones. 
S: The model of milestones does not make sense as the project plan gets adjusted too 
often 
LB: How is the project management software being used? 
M: We don’t use project management software to manage the project, but to update the 
status and report the status to the management. The updates of the project plan happen 
every 4-6 weeks 
LB: Do you ask your manager about the current status? 
S: I will never dare to ask my manager about the project status 
LB: What is your opinion about the employees with the company and their PM skills 
S: The employees have a disability to think and work in projects making good use of the 
workers provided by the contractors 
LB: How important are the PMO activities for the project ? 
S: No one is interested in PMO activities except for status reports they have to be 
accurate 
LB: Ending with small talk and looking at the primavera project management software 
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Informal discussion with M. (Saudi) Head of XX ID [SA-C2-P004-P006] 
November 9
th
 2009 - Car ride and tour through Riyadh and visit of one finished 
construction site near Riyadh 
LB: Asked him about the reporting structure and what happens if delay occurs 
M: We need paper based reporting for every construction site, if the report is not there , 
he has to deliver the report at least a day later. 
LB: Talked about his regional responsibility 
M: I have to travel a lot especially to construction sites in the north. Tomorrow morning 
I have to get up a 4 to fly to the north territory. This is long travel and slow roads. 
Projects in Riyadh are easy, but the further away the more difficult it is. 
LB: Asked him about site problems which cause delay 
M: Soil often is a problem and causes delay before the project starts. We have to check 
the soil first but sometimes we have other problems with the property that they are 
owned by someone else and we have to call the court to clarify this 
LB: Asked him about his work situation and if he is satisfied with the work 
M: I am so unsatisfied with the projects, that I would quit my job immediately if I have 
an alternative offer. Another point is that decisions processes are very slow and there 
are complex approval processes established 
LB: Discussed why he is unsatisfied 
M: The company demands too much at a time, to many new ideas and not the 
capabilities to deliver accordingly. I don’t have the resources I need for such projects 
LB: Asked him about changes of the project 
M: There shouldn’t be changes during the project at all. Mostly the changes cause the 
problems, things should be changed afterwards. 
Ended with small talk… 
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Informal discussion with A. director maintenance department [SA-C2-P004-P006] 
November 10
th
 , 2009 
 
LB: Asked him about the work he is doing and the degree of satisfaction 
A: I am very unsatisfied with how things run, but in general we know how to deal with 
things here. Sometimes it’s slow, but delay is accepted by management 
LB Asked him about project delay 
A: Yes, we have strong delay in many projects, but they are caused by other 
departments not by us. Our department helps the construction sites with parts like 
electrical and mechanical parts. 
LB: Asked him about the paper forms and administration 
A: Administration is very important as we have to document everything if we don’t 
document we have trouble with the top management 
LB: Asked him about paper based reporting instead of electronic reports 
A: The paper based reporting is a must for every construction site, if the project 
manager is not delivering the report, he has to deliver good arguments for the 
management or accept the consequences 
LB: Asked about the consequences if they are not delivered 
A: They will talk with the person and find measures to deal with that, if the person is 
non-Saudi he may get laid off 
LB: Asked about the possibility if improvement 
A: Things run here since many years, so everybody knows how things are delivered 
here, we just need better plans to meet our goals 
Conversation ended because someone stepped into the office. 
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Appendix E - Publications and conference presentations  
 
2008 Aston DBA Symposium, Birmingham, UK – Symposium: ‘Changing the global 
management practice’ 23-24th June 2008 Topic: ‘Cross cultural project management – 
scientific background and project experiences’ 
2008 British Computer Society (BCS), London, UK – Presentation 18th November Topic: 
‘Business ethics and the challenges of cultural diverse project teams for software 
projects in the Middle East’ 
2009 Management Akademie Herrenhausen, Hannover, Germany  - Presentation October 
2009, Topic: ‚Internationales Projektmanagement in internationalen Arbeitsgruppen‘ 
2009 AMBA-Symposium: The Rigor and The Relevance, Maastricht School of Managment 
17-18
th
 September 2009 Topic: ‘A Framework for the Impact of National Culture on 
Project Management Practice’ 
2010 Frankfurt School for Finance and Management, Frankfurt, Germany -  Executive 
Training for the NTT Data Group, Tokyo, Japan November 2010. Topic: ‘Project 
management and successful team work in cultural diverse teams Japan/EU and 
Japan/India.’ 
2010 GPM – Gesellschaft für Projektmanagement e.V., München, Germany, November 
2011. Topic. The influence of culture on project management process groups. 
2011 GPM - Gesellschaft für Projektmanagement e.V., Mannheim, Germany – July 2011. 
Topic: ‚The challenges fort the project management practice in the Middle East.’ 
2011 GfWM – Gesellschaft für Wissensmanagement, Hannover, Germany – October 2011. 
Topic. Generating knowledge in cross-cultural workgroups. 
2011 PM-Forum, 17-18
th
 October 2011, Nürnberg, Germany – Conference paper and 
presentation – Topic: ‘Managing international teams – New management approaches 
based on a case study from the Middle East’ 
Contact: 
Lars Baumann 
An der Schwarzen Riede 20, 30657 Hannover, Germany 
Email: lars_baumann@hotmail.com 
Phone +49 (0) 173 911 74 25  
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